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The purpose of this study was to define specific emotional intelligence competencies 
that relate to career success during early hospitality career stages. Convenience sampling 
with 662 online surveys resulted in 383 valid responses from participants who worked in 
three different supervisory positions at seven hotels in the USA and Caribbean islands. The 
data were collected using a web-based survey tool that measured the levels of eight 
emotional intelligence competencies as independent variables and four success factors as the 
dependent variables. Descriptive statistics, one-way between-subjects ANOVAs, t-tests, and 
multiple regressions with moderating variables defined the resulting models.  
The findings of this study revealed that levels of emotional intelligence competencies 
differed according to the length of supervisory work experience. The success factors could be 
explained by individuals’ levels of emotional intelligence competencies. However, 
employment position, gender, hotel brand, or hotel location did not moderate the effect of 
emotional intelligence competencies on the success factors. The success factors of quality of 
life and wellbeing showed no significant difference amongst groups of employment positions 
and length of supervisory work experience. Thus, income levels and employment ranks did 
not affect how hotel professionals in supervisory positions felt about their wellbeing and 
quality of life. For participants with less than two years of supervisory work experience, only 
the emotional intelligence competency of intrinsic motivation explained each of the four 
success factors.  
This study illustrates the importance and change of emotional intelligence during the 
earlier and later hospitality management career stages. The results serve as a guideline for 
hospitality school curricula development and the enhancement of human capital at hotels. 
 xi 
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CHAPTER 1.  INTRODUCTION 
Background and Statement of the Problem 
The travel and tourism industry creates one in ten jobs worldwide, including indirect 
and induced impacts (Crotti & Misrahi, 2017). The World Economic Forum has predicted an 
increase in travel and tourism which will result in outpacing the average job growth in the 
global economy. In the Organization for Economic Cooperation and Development (OECD) 
countries, tourism accounts for 4.2% of GDP, 6.9% of employment, and 21.7% of service 
exports. According to the OECD forecast, international tourist arrivals will reach 1.8 billion 
by 2030 (OECD, 2018). The continuous growth in travel and tourism, including in leisure 
and hospitality, will result in increased demand for knowledgeable and committed staff. 
Attracting and retaining a qualified labor force for the leisure and hospitality industry 
is and will continue to be a challenge for years to come (Siu, Cheung, & Law, 2012). This 
challenge increases with the high employee turnover that plagues such companies (Brown, 
Thomas, & Bosselman, 2015; Cho, Woods, Jang, & Erdem, 2006). The US Bureau of Labor 
Statistics (2017) reported an annual separation rate of 73.8% in leisure and hospitality, which 
was the highest of all listed industry groups. The problem of losing talent includes graduates 
from hospitality schools who have the potential of developing into managers and industry 
leaders (Richardson, 2008). Hospitality companies will need to look for ways to minimize 
the loss of employees who begin their careers in supervisory positions and who may include 
graduates from hospitality programs.  
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Emotional Intelligence 
While the term emotion is relatively new to academic discourse, many cultures have 
used comparable vocabulary to describe bodily and mental states for more than 2,000 years 
(Barnes, 2014; Graver, 2008). The ancients’ stoic philosophy fought desire by 
comprehending and processing pathos; the same concept framed Christian thinkers’ basic 
understanding of feelings (Dixon, 2003; Miner, 2009). During the age of enlightenment, 
scientists paid attention to discovering the importance of feelings (Frevert, 2016). In 1884, 
William James claimed that emotions were processed through sense organs that transmit 
impulses to the brain, which responds by sending currents to muscles. Modernists posited 
that feelings are influenced by social context and religious beliefs, and that habits can be 
changed by intervention and education. The original definition of social intelligence (SI), 
which predates emotional intelligence (EI) constructs, is attributed to Edward Thorndike 
(cited in Livingston & Day, 2005), who, in 1920, narrowed his own definition to, “…the 
ability to understand and manage people” (Thorndike & Stein, 1937, p. 275). Since the 
1970s, Buddhist theories on empathy and compassion have found renewed popularity in the 
West (Fervert, 2016).  
Bar-On (2000) referred to the construct of emotional-social intelligence (ESI). The 
author divided the construct of EI by differentiating between interpersonal intelligence and 
intrapersonal intelligence (Bar-On, 2006). Although the literature interchanges the terms EI 
and ESI, this study will reference EI to encompass both.  
Focused training can increase EI competencies (Goleman, 2001; Schutte, Malouff, & 
Thorsteinsson, 2013) and positively relate to subjective career success (SCS; see Bar-On, 
2006; Freedman & Fareselli, 2016; Stumpf, 2014). However, specific EI competencies 
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explain self-assessed success (Boyatzis, 1982; Dulewicz & Higgs, 2000; Freedman & 
Fareselli, 2016). Some authors have referenced EI constructs in the theories of followership 
(Martin, 2015; Uhl-Bien, Riggio, Lowe, & Carsten, 2014), and transformational or servant 
leadership (Barbuto & Wheeler, 2006; Russell & Stone, 2002; Scott-Halsell, Blum, & 
Huffman, 2008; Sendjaya, Sarros, & Santora, 2008). Individuals with high EI easily adapt 
emotion-regulation strategies (Côté, DeCelles, McCarthy, Van Kleef, & Hideg, 2011) and 
cope with the emotional labor (EL) which the hospitality industry requires (Sy, Tram, & 
O’Hara, 2006). 
Theoretical Framework 
Subjective career success (SCS) served as this study’s theoretical framework. Ng and 
Feldman’s (2014) meta-analysis found that SCS affects objective success measures, 
organizational performance, and employee turnover intentions. Components of followership 
theory (Uhl-Bien et al., 2014), transformational leadership theory (Bass & Riggio, 2006), 
servant leadership theory (Greenleaf, 2002), and emotional labor (EL) theory (Hochschild, 
1983) enhanced this framework. 
Purpose of the Study and Research Questions 
The purpose of this survey study was to identify and compare the EI competencies 
that influence self-assessed success during earlier versus later career stages and across groups 
of employment positions at luxury hotels. The job positions of supervisor, manager, and 
director were assumed to involve increasingly longer experience.  
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The following research questions guided the study: 
1. How do levels of EI competencies differ across lengths of supervisory work 
experience of less than two years, two to five years, more than five and to up to ten 
years, and ten years and more?  
2. How do levels of success factors differ across lengths of supervisory work experience 
of less than two years, two to five years, more than five and to up to ten years, and 
more than ten years? 
3. Which EI competencies explain the self-assessed success factors of hotel staff with 
less than two years of supervisory work experience? 
4. How do EI competencies that explain self-assessed success factors vary across 
lengths of supervisory work experience?  
5. How do the moderators of supervisory employment position, gender, hotel brand, and 
hotel location explain the difference in the effect of EI competencies on the success 
factor of overall performance for those with less than two years of supervisory work 
experience? 
In 1997, the international nonprofit organization, Six Seconds, began studying 
emotional intelligence (EI) with the goal of teaching related skills among businesses, schools, 
and individuals. Goleman (1995) identified the Six Seconds model as contributing to an 
effective curriculum for teaching EI. The dissertation author used the Six Seconds Emotional 
Intelligence Assessment (SEI) psychometric research tool that Freedman and Fariselli (2017) 
developed. For the development of the SEI, researchers at the Six Seconds organization 
examined more than 100,000 people, primarily managers and seasoned employees, from 
more than 15 workplace sectors in more than 50 countries. Analysis of the SEI study found a 
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strong correlation between the independent variables (EI competencies) and four success 
factors. The variables were extrapolated from the assessment outcomes. The competencies 
formed the three composite independent variables: know yourself, choose yourself, and give 
yourself (see Figure 1.1). Beyond the existing SEI psychometric tool (SEI Technical Manual, 
2015), this dissertation research has added moderating variables of supervisory employment 
positions such as supervisor, manager, and director; gender; and business context. The 
business context included different brands and location of hotels, such as resorts and cities. 
This researcher assumed that business context influenced the participants’ EI competencies 
and success factors. This tool focused on self-assessed success including the outcome 
constructs of effectiveness, wellbeing, quality of life, and relationships which combine in 
overall performance. As they are also based on this series of studies, the predictor variables 
were: enhance emotional literacy, recognize patterns, apply consequential thinking, navigate 
emotions, engage intrinsic motivation, exercise optimism, increase empathy, and pursue 
noble goals. Figure 1.1 provides a path diagram for the model as presented by the Six 
Seconds EI Network as well as the moderating variables proposed in this dissertation study. 
Description of the Methodology 
Among the participants from whom the researcher collected empirical respondent-
level data, the immediate purpose was to define the EI competencies that had the most 
influence on the identified success constructs for early career hospitality managers. Analyses 
of results from the Six Seconds EI psychometric tool have demonstrated reliability and 
construct validity among primarily seasoned employees across all industries (n = 75,000; see 





Figure 1.1. Path Diagram of Six Seconds Network Psychometric Tools 
 
A multi-stage sampling strategy (see Henry, 2009) involved selecting seven luxury 
hotel operations as convenience cases. A census of hotel operations supervisory staff (n = 
662) was invited to take the survey. The ending sample size included 440 participants. The 
researcher contacted the participating hotels’ general managers to obtain approval for 
conducting the research. At two hotels the general managers remained the researchers’ main 
contact persons. At the other five hotels, the general managers turned the projects over to 
their human resources departments. The hotels provided the researcher with the participants’ 
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names, employment positions, and email addresses. Participants received invitations to 
complete web-based questionnaires from the researcher. The researcher did not inform the 
human resources departments or any other hotel staff who did or did not participate.  
Significance of the Study 
The results of this study may provide direction for hospitality educators by enhancing 
their development of leadership curricula with a focus on the most effective EI competencies. 
Additionally, hospitality companies may use this information for managers’ onboarding and 
training programs. The increase of less-experienced supervisory staff’s EI competencies is 
expected to increase the retention of talent in the hospitality industry. Moreover, this study 
reveals the competencies that contribute to the overall performance of less-experienced 
supervisory staff and compares that performance to the EI competencies that contribute to the 
overall performance of those with increased lengths of supervisory experience. By adding 
moderating variables to the application of the SEI psychometric tool developed and 
implemented by the Six Seconds Emotional Network (Freedman & Fariselli, 2017), this 
study should fill the gap in the literature on the effect of EI during earlier versus later 
hospitality career stages.  
Definition of Terms 
The following terms were defined for this research: 
General 
Directors and above: Oversee multiple departments. In the hotel industry, directors are often 
members of executive committees that report to and work closely with the general managers. 
Directors may have dual reporting lines to general managers and corporate staff. 
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Levels of experience: These entail the categories of employment positions and length of 
supervisory work experience. 
Luxury hotel: A structure that “…provides a luxurious accommodation experience to the 
guest” (ITB Berlin, 2019, para. 1). [Although] there are “no set standards (such as stars) for 
luxury hotels,” four- and five-star hotels often “describe themselves as luxury” (para. 1). 
Managers: The staff who are responsible for making significant decisions on what their units 
do, for the functions and roles of those units, and for making decisions that require the 
allocation of unit resources. Managers have a more external focus than supervisors (UC 
Berkley, July 2019). In hotels, managers may be assigned to departments such as, restaurant, 
room service, housekeeping, and front desk. 
Objective career success: Includes success that others can see and evaluate, such as the type 
of position, hierarchical role, and salary (Judge, Cable, Boudreau, & Bretz, 1995). 
Subjective career success (SCS): An individual’s “subjective apprehension and evaluation of 
[their] career” (Van Maanen, 1977, p. 9).  
Supervisors: Entry-level managers who have additional duties beyond their daily tasks that 
do not entail the supervision of other employees. Their responsibilities may include on-the-
job training of new employees, shift leadership, and heading work teams (UC Berkley, 
2019). Supervisors have an internal focused responsibility for implementing the manager’s 
decisions through the work of subordinate employees. Supervisory positions are frequently 
offered to hospitality school graduates (HCareers, 2019).  
Independent Variables (Emotional Intelligence Competencies) 
Apply consequential thinking (ACT): The phenomenon of “…evaluating the costs and 
benefits of [a person’s own] choices” (SEI Technical Manual, p. 18) 
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Engage intrinsic motivation (EIM): The phenomenon of “gaining energy from personal 
values and commitments versus being driven by external forces” (SEI Technical Manual, 
2015, p. 19). 
Enhance emotional literacy (EEL): The phenomenon of “…accurately identifying and 
interpreting both simple and compound feelings” (SEI Technical Manual, 2015, p. 18). 
Exercise optimism (EO): The phenomenon of “taking a proactive perspective of hope and 
possibility” (SEI Technical Manual, 2015, p. 19). 
Increase empathy (IE): The phenomenon of “…recognizing and appropriately responding to 
others emotions” (SEI Technical Manual, 2015, p. 19). 
Navigate emotions (NE): The phenomenon of “…assessing, harnessing, and transforming 
emotions as a strategic resource” (SEI Technical Manual, 2015, p. 18). 
Pursue noble goals (PNG): The phenomenon of “connecting your daily choices with your 
overarching sense of purpose” (SEI Technical Manual, 2015, p. 19). 
Recognize patterns (RP): The phenomenon of “acknowledging frequently recurring 
reactions and behaviors” (SEI Technical Manual, 2015, p. 18). 
Dependent Variables (Success Factors) 
Effectiveness: A combination of decision making (the “…capacity to select the most 
effective option”) and influence (the “capacity to motivate and involve others”), as defined 
by Freedman (SEI Technical Manual, 2015, p. 9). 
Quality of life: A combination of achievement (the “capacity to accomplish meaningful 
goals”) and satisfaction (the “…capacity to feel appreciation about one's life and efforts”) as 
defined by Freedman (SEI Technical Manual, 2015, p.10). 
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Relationships: A variable that is a combination of network (the “…capacity to build multiple 
relationships to create alliance and support”) and community (the “capacity to maintain 
mutually caring connections to increase belonging”) as defined by as defined by Freedman 
(SEI Technical Manual, 2015, p.10). 
Wellbeing: A combination of balance (the “capacity to prioritize, manage stress and be fully 
present”) and health (the “…capacity to maintain optimal physical energy and functioning” 
as defined by Freedman (SEI Technical Manual, 2015, p.10). 
Summary 
This chapter has presented the problem of retaining skilled entry-level hospitality 
managers in the context of the industry's anticipated growth. The chapter then described 
emotional intelligence competencies which serve as the dependent variables. The section on 
EI has briefly described the academic view on EI, its history, and its effect on work 
performance. The overview of the theoretical framework has included SCS and four theories 
that will be discussed in Chapter 2 along with the review of EI. Chapter 1 then provided the 
purpose of the study and research questions, followed by the introduction of the research tool 
that will be used for gathering data. The findings of the research may be beneficial to 
hospitality educators and organizations. The definition of terms included an explanation of 
the predictors (EI competencies) and response (success factors) variables. More detail on the 
variables and development of the hypotheses is provided in Chapter 3 along with further 
discussion of the research methods. 
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CHAPTER 2.  LITERATURE REVIEW 
Emotional Intelligence 
Mayer and Salovey (1997) developed a model that posits EI as independent of 
personality traits. Their definition of the EI construct resulted in their widely accepted and 
commonly known ability model (Antonakis & Dietz, 2010; Cherniss, 2010a; Côté & Miners, 
2006; Jordan, McRorie, & Ewing, 2010; Lopes, Grewal, Kadis, Gall, & Salovey 2006; 
Rosete & Ciarrochi, 2005). McCleskey (2014) reviewed the EI definitions and models with 
an emphasis on the Mayer ability model and concluded that jobs requiring more developed 
emotional skills, abilities, and effectiveness showed strong positive correlations between 
employees’ high EI scores and performance. The Mayer and Salovey (1997) model was 
followed by mixed models (Goleman, 1995; Bar-On, 1997a; Mayer, Salovey, & Caruso, 
2000) that included more focus on traits and less on abilities. Bar-On (1997a) noted that EI is 
“an array of non-cognitive capabilities, competencies, and skills that influence one’s ability 
to succeed in coping with environmental demands and pressures” (p. 14). The Encyclopedia 
of Applied Psychology (Spielberger, 2004) includes three major conceptual models: the 
Salovey-Mayer ability model (Mayer & Salovey, 1997; Mayer, Salovey, & Caruso, 2002); 
the Goleman model, which measures EI competencies and managerial performance skills by 
a multi-rater assessment (Boyatzis, 2006; Boyatzis & Goleman, 2001); and the Bar-On 
model, which describes interrelated emotional and social competencies, skills, and 
facilitators impacting self-reported intelligent behavior (Bar-On, 1997a, 1997b). 
The difference in constructs resulted in the development of several seemingly 
unrelated EI measures. Freedman (2011) found that, although the three most popular tests are 
statistically reliable, each measured a different domain of EI. The author compared the 
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ability-based Mayer-Salovey- Caruso Emotional Intelligence Test (MSCEIT), the Goleman’s 
Emotional and Social Competency Inventory (ESCI), and Bar-On’s psychometric model 
Emotional Quotient Inventory (EQ-i 2.0) of emotionally intelligent behavior. Bar-On (1997b) 
added the term, Emotional Quotient (EQ), which is often considered as similar to EI. The 
distinction between EQ and EI is that EI is the awareness of emotions in relation to self and 
others, while EQ is an aspect of EI calculated by applying any standardized EI test 
(Premendra, 2018). 
Livingston and Day (2005) found that cognitive ability scores do not relate to 
MSCEIT and ESCI scores. The authors cautioned against the use of the term, “EI,” without 
differentiating between ability-based and mixed-model results. When compared with 
Wagner’s (1997) extensive meta-analysis, Bar-On (2006) found across six studies that EI 
accounted for five times more variance in occupational performance than did IQ. Additional 
studies by Boyatzis (2008), Goleman (1995), and Salovey and Mayer (1990), showed the 
important role of emotions in work and personal lives. In general, they agreed that people’s 
varied ways of responding to their own and others’ emotions affected individual capabilities 
and behaviors, and that these variances were ingrained in leadership skills (McCleskey, 
2014).  
Despite significant research, the subject of EI has undergone much academic 
criticism. While some researchers critique EI as a predictor for job performance, Judge, 
Colbert, and Illies (2004) found that IQ accounted for only 7% of the variance in leadership 
effectiveness. Although Joseph and Newman (2010) failed to find that EI contributes more to 
leadership effectiveness than do cognitive abilities, the authors stated that the EI contribution 
was unique and consequential.  
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Just as scholars disagree on the construct of general intelligence after 100 years of 
research, they continue to disagree on the construct of EI. Ashkanasy and Daus (2005) 
posited that, although previous critiques of existing EI models, measures, and definitions 
were well-reasoned, research should not abandon the concept entirely. They argued that one 
can reject unfounded claims while continuing to expand the body of research. Cherniss 
(2010a) attempted to clarify the conflicting views, constructs, definitions, and models of EI 
by describing the dynamic nature of EI research. While he acknowledged the academic 
critiques of and debates on EI, he too cautioned scholars not to lose sight of the initial idea 
that EI is an important form of intelligence.  
Emotional and social competence (ESC) combines cognitive and emotional 
intelligence, and, therefore, does not compete with, but rather complements EI in work 
performance theories (Cherniss, 2010a). Empirical research suggests a link between ESC and 
EI in regard to outcomes such as leadership effectiveness and job performance. EI may be 
particularly important for outcomes such as a person’s capacity for effective teamwork 
(Cherniss, 2010b). Context also matters in that EI and ESC are more valuable in some 
circumstances than others. Harms and Credé (2010) asserted that Bar-On’s (2000) self-
reported Emotional Quotient Inventory (EQ-i) was the EQ-i measure which was the strongest 
predictor of transformational leadership but had little incremental validity for EI compared to 
either personality traits or cognitive ability.  
By adding studies to previous meta-analyses, O’Boyle, Humphrey, Pollack, Hawver, 
and Story (2011) found that each of the three EI measurement models—ability, mixed-report, 
and self-report—supported their hypothesis of a positive and significant relationship between 
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EI and job performance. In predicting job performance independently of other variables, self-
report measures had the greatest value.  
In articles from diverse fields that used interventions to study the impact of emotional 
intelligence training, researchers found that it is possible to increase EI competencies through 
training (Groves, McEnrue, & Shen, 2008; Kirk, Schutte, & Hine, 2011; Schutte et al., 2013; 
Slaski & Cartwright, 2003). The researchers found that the aspects of EI, ability, self-efficacy 
and EI traits affect outcomes of subjective wellbeing, mental and physical health, better 
relationships, and better work outcomes. Mindfulness may be a platform for the development 
of EI (Schutte et al., 2013). 
Theoretical Framework 
This study’s theoretical framework includes notions of subjective career success 
(SCS), emotional intelligence (EI), followership and servant leadership theories, and 
emotional labor (EL). 
Subjective Career Success 
A meta-analysis by Ng and Feldman (2014) reviewed studies that measured SCS via 
self-reports to reveal that low emotional stability influenced low SCS. The authors defined 
SCS as employees’ feelings and perceptions about their careers. Affect-based SCS indicated 
the feelings and emotional reaction to employees’ self-assessed career success. Employees 
increasingly define their careers subjectively (Ng & Feldman, 2014).  
EI also contributes significantly to subjective success factors outside of careers as 
numerous studies have found (Dyke & Murphy, 2006; Gattiker & Larwood, 1986; 
Hennequin, 2007; Judge, Higgins, Thoresen, & Barrick, 1999; Parker & Chusmir 1991). 
Organizational success may result from the attention that organizations pay to their 
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employees' subjective career success. Constructs encompassed interpersonal, family, or other 
relationships, as well as social career success factors (Ng & Feldman, 2014). By the means of 
a longitudinal study, Stumpf (2014) found that SCS negatively predicted employee turnover. 
Employees’ perceptions mattered more than objective indicators for success. Objective 
measures influenced SCS less than SCS influenced objective career success (Abele & Spurk, 
2009; Eith, Stummer, & Schusterschitz, 2011). As such, SCS is not a byproduct of but rather 
positively influences objective career success. Objective career success may be due to SCS 
resulting in individuals’ self-confidence and enhancing motivation. Abele and Spurk (2009) 
posited that high levels of SCS affected individuals’ effort toward work achievement and 
productivity. 
After engaging in a nine-year longitudinal study, Spurk and Abele (2014) posited that 
SCS is a direct predictor for occupational self-efficacy and that organizations should pay 
special attention to the employees' self-evaluations of success. Skill-related barriers did not 
relate significantly to low SCS as long as employees participated in training and development 
programs (Luthans, Norman, Avolio, & Avey, 2008; Ng & Feldman, 2014; Peterson, 
Luthans, Avolio, Walumbwa, & Zhang, 2011). The EI competency of intrinsic motivation 
plays a significant role in training participation and overcoming career obstacles. The 
opportunity to develop new skills has a positive and significant effect on lodging employees’ 
intent to stay with their companies (Davidson & Wang 2011; Poulston, 2008; Solnet & Hood, 
2008). 
A longitudinal study by Mayrhofer, Meyer, Schiffinger, Steyrer, and Strunk (2005) 
included an early-career sample of 645 business school graduates (one to four years). The 
study found career satisfaction to be an aspect of SCS. The orientation towards pursuing 
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goals, establishing social relationships, and ease of making contacts determined the degree of 
career satisfaction. The study found no significant relationships between objective career 
success and SCS during early career days. Mayrhofer et al., (2005) also stated that emotional 
stability primarily influenced SCS. More emotionally stable participants had higher career 
satisfaction than those who were less emotionally stable.  
Followership and Servant Leadership Theories 
Most higher education hospitality institutions feature leadership courses. However, 
few students begin their careers in leadership positions (Wan, Wong, & Kong, 2014). During 
the first few months after graduation, students are rarely placed in positions above assistant 
manager (Lolli, 2013). HCareers, the online recruitment organization that partners with the 
American Hotel & Lodging Association, lists the top ten hospitality jobs for recent graduates 
(HCareers, 2019). The positions include entry-level supervisory work, front desk agent, 
manager in training, marketing coordinator, and other such assignments that call for a 
significant focus on followership skills (Uhl-Bien et al., 2014). In the hospitality business, 
the first steps toward professional success are tied to relationship building skill sets. Having 
followership skills facilitates inexperienced hospitality school graduates’ acceptance by their 
peers and subordinates. Effective followership skills are also relevant when managing up 
becomes necessary. During later career stages, the rising professional will be asked to follow 
higher-ranking leaders, who may include general managers, owners, and CEOs.  
Similar to leaders, individuals with high EI will become more effective followers than 
will individuals with low EI (Martin, 2015). The academic perspective tends to present two 
groups of people: those who lead and those who cannot. Although leaders have no role 
without followers, Google Scholar returns more than four million results for the word 
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leadership but only 23,900 for the word followership (0.6%). Van Vugt (2006) pointed out 
that the conceptualization and definition of followership and leadership have evolved over 
thousands of years. Leaders are supposed to be more intelligent, braver, and stronger with 
followers’ survival depending on their leaders’ abilities and traits. Followers have historically 
often been seen as inactive or worse, considering Jim Jones’s congregation members at the 
People’s Temple in Guyana in 1970 or the masses who responded to Hitler’s leadership 
(Lapierre & Carsten, 2014). However, not all followers obey blindly. Increasing EI is as 
beneficial for followership as for leadership skills. 
Uhl-Bien et al. (2014) developed a followership theory that described the critical role 
of followership in the leadership process. It is possible—even necessary at times—for the 
same person to simultaneously serve as both a follower and leader, depending on context 
(Haslam, Reicher, & Platow, 2011).  
Collinson (2006) described three followership styles: conformists, resisters, and 
manipulators. Savvy followers know when the time is right to provide constructive feedback, 
and when their leader will reject it or even consider it insubordination. Such followers are 
aware that their follower roles include fulfilling the organization’s and its stakeholders' 
needs. 
Lapierre and Carsten (2014) named follower behavioral roles as passive, anti-
authoritarian, and proactive. The authors posited that organizations were most effective when 
all three styles of followership behaviors were present. A passive followership role, in which 
the follower is deferential and obedient, adheres to traditional management principles. When 
the situation calls for coercive leadership (Goleman, 2000), such as during a crisis, passive 
behavior includes following rules and instructions without questioning them. Passive 
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behavior also works when the follower has little or no knowledge of a job or organization. 
Autocratic leaders see passive followers as highly effective.  
Followers may enact anti-authoritarian behavior by remaining silent, as if assuming a 
passive role, yet actively resisting the leaders’ directives and deliberately ignoring rules. 
Anti-authoritarian followers view authority figures as adversaries and may have demotivating 
effects on leaders and teams. Leaders tend to perceive that anti-authoritarian followers as 
detracting from team goals and preventing organizational optimization (Uhl-Bien et al., 
2014). Although generally frowned upon, this behavior may be effective when a leader 
demands unethical or illegal actions. Anti-authoritarian behavior, though less desirable than 
passive or proactive behavior, can also prevent disasters (Lapierre & Carsten, 2014). 
Proactive followers know when to challenge their leaders. They take initiative, are 
self-driven, and think independently. Carsten, Uhl-Bien, West, Patera, and McGregor (2010) 
stated that proactive followers voice their opinions constructively and that leaders respond to 
them positively. Proactive followers see themselves as leaders’ partners and their jobs as 
contributing to the leadership process. They focus their follower role on fulfilling 
organizational and stakeholders' needs (Haslam et al., 2011). The most significant benefit for 
proactive followers is the opportunity to learn from their leaders. In today’s business 
environment, proactive followership is an essential part of leadership development (Lapierre 
& Carsten, 2014).  
While successful leaders employ context-specific styles (Goleman, 2000; Watkins, 
2004), effective followers assess situations before deciding to be proactive or passive and 
then use the communication channels that achieve desired results (Lapierre & Carsten, 2014). 
Latour and Rast’s (2004) follower-specific EI competencies match Goleman’s (2000) leader-
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specific EI competencies. The new era of post-bureaucratic organizations necessitates 
innovative coordination between leaders and followers (Bennis, 2000). Today we find 
organizations that are “…evolving into federations, networks, clusters, cross-functional 
teams, temporary systems, ad hoc task forces, lattices, modules, matrices--almost anything 
but … the obsolete TOP down leadership [of pyramids]” (Bennis, 2000, p. 76). Dissent is no 
longer condemned but valued. The new follower dares to say “no” and understands when to 
do so. Followers influence their leaders, affect perceptions, and offer input on courses of 
action. Howell and Shamir (2005) posited that followers take an active role in the leader-
follower relationship by influencing the leader’s behavior. Outcomes are as much a 
consequence of how followers follow as of how leaders lead.  
Although studies have empirically demonstrated the impact of leaders' directing, 
coercing, guiding or applying various leadership theories (see Goleman, 2000) on business 
performance, few studies have addressed the outcome of followers applying followership 
theories. Bass and Riggio (2006) cited transformational leadership as the most researched 
leadership theory. This theory focuses on organizational needs but neglects to identify 
variables that affect followership. The result may be an over-attribution of leaders’ 
effectiveness without considering followers’ traits. 
Peters and Haslam (2018) conducted a longitudinal analysis of leadership among 218 
Royal Marines recruits in Great Britain. At the outset of their program, participants assessed 
their own natural leadership and followership tendencies. After their training, peer 
evaluations ranked those with higher followership tendencies as stronger leaders because 
leaders who had assessed themselves with lower followership tendencies had distanced 
themselves from the group. Fewer Marines were willing to follow them. 
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During the last fifteen years, hospitality leadership literature has increased attention to 
servant leadership (Barbuto & Wheeler, 2006; Greenleaf, 2002; Russell & Stone, 2002; 
Sendjaya et al., 2008). In contrast to transformational leaders, who prioritize their decisions 
according to organizational goals, servant leaders continually emphasize employee 
development. Servant leadership calls for a person to serve as both leader and follower. In a 
traditional sense, servant leadership appears to be an oxymoron because one could not be 
identified as both a leader and a servant (follower). Spears' (2010) list of behaviors associated 
with servant leadership includes listening to employees, not relying on authority or coercion, 
and committing to all employees’ personal and professional growth. Studies have shown 
positive relationships between servant leader behaviors and leadership effectiveness (Barbuto 
& Wheeler, 2006; Dennis & Bocarnea, 2005) and have linked servant leadership to ethics, 
virtues, and morality (Lanctot & Irving 2010; Parolini, Patterson, & Winston, 2009). 
Although the servant leadership construct has undergone only limited amount of empirically 
examined research, it has received attention in popular literature (De Pree, 1987; Covey, 
1989).  
In a literature review that included 39 empirical studies, Parris and Peachey (2013) 
focused only on peer-reviewed articles that explored servant leadership theory in an 
organizational context. Results showed that the servant leadership theory emphasizes service 
and recognition to others as the role of organizations to influence people who, in turn 
improve organizational effectiveness. Servant leaders’ EI competencies that emerged from 
the studies included empathy, intrinsic motivation, ability to build relationships, listening 
skills, and self-awareness. Those competencies positively affected organizational 
commitment, leadership effectiveness, organizational citizenship behavior, employee job 
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satisfaction, lower employee turnover, and followers’ wellbeing. The savvy servant leader 
knows when to employ appropriate follower role behavior for the context, and assertively 
listens to subordinates while keeping their development and career success as a priority 
amongst company and personal goals.  
Sendjaya et al., (2008) stated that servant leadership emphasizes on service and 
focuses on followers’ needs. Servant leaders lead followers for the followers’ own ultimate 
good. A servant leader builds trusting relationships with peers, subordinates, and superiors by 
displaying followership behaviors.  In essence, the servant leadership style encompasses 
leadership and followership in one role. Barbuto and Wheeler (2006), and Dennis and 
Bocarnea (2005) identified the same characteristics in servant leaders that Martin (2015) 
found in today’s effective followers. The advantages of servant leadership have improved 
due to increased access to information. Today’s followers have knowledge that in the past 
may have been exclusive to their leaders.  
The common characteristics of servant leaders and constructive followers include the 
courage to assume responsibility and challenge the status quo, the desire to serve and 
participate in transformation, and the adherence to moral codes (Sendjaya et al., 2008). While 
servant leaders lead followers for the followers’ own ultimate good, savvy followers know 
how to align their leaders’ priorities with their own (Alagaraja & Shuck, 2015; Joshi, 
Kathuria, & Porth, 2003). The EI competency of pursue noble goals (SEI Technical Manual, 
2015) assists servant leaders and followers to work towards a common vision, agree on 
shared values, establish mutual trust, and show concern for the welfare of the other party (De 
Pree, 1987). Blanchard (2003) defined the role of a servant leader to voluntarily taking up the 
opportunity to serve others without being influenced by the mood of the person served. One 
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could easily assign the same role to a follower. Badaracco (2002) pointed out the importance 
of authenticity in servant leadership which also applies to followership. Both groups have a 
secure sense of self that allows them to be accountable without being defensive when 
criticized. Chun, Litzky, Sosik, Bechtold, and Godshalk (2010) found a positive effect of 
followers’ increased EI levels on trust and relationships when servant leaders took on the 
roles of mentors.  
Followers benefit from servant leaders’ transforming influence and exemplifying 
behavior (Sendjaya et al., 2008). When followers accept a shared vision, engage in common 
dialog, and show concern for the welfare of their peers and superiors, organizational 
citizenship behavior (OCB) of leaders and followers increases. Followers can enhance their 
own and their servant leaders’ self-concept and, in turn reinforce servant leadership 
behaviors. 
Emotional Labor 
Emotional labor (EL) occurs as a result of employees or managers altering their 
emotional expressions to meet an organization’s policy demands (Diefendorff, Croyle, & 
Gosserand, 2005; Hochschild, 1979; Rafaeli & Sutton, 1990). Employees and managers 
adhere to behavioral norms through surface, deep, or genuine acting (Ashforth & Humphrey, 
1993; Hochschild, 1983). Surface acting involves employees physically expressing emotions 
that they do not feel, while deep acting requires changing their feelings to generate 
appropriate positive emotions, and genuine acting involves expressing spontaneous emotion. 
Employees feel most emotional dissonance when they engage in surface acting (Ashforth & 
Humphrey, 1993; Grandey, 2000; Kruml & Geddes, 2000), which may lead to emotional 
exhaustion and feelings of misalignment or inauthenticity and can decrease an employee’s 
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sense of well-being (Sheldon, Ryan, Rawsthorne, & Ilardi, 1997; Totterdell & Holman, 
2003).  
Emotionally intelligent hotel employees are more likely to show genuine emotion 
when working with guests, which confirms that high EI individuals use automatic regulation 
strategies to adopt deep and genuine acting more naturally than low EI individuals (Côté, 
Miners, & Moon, 2006; Lee & Ok, 2012). In jobs that require high EL, improving EI 
competencies may result in more consistent deep acting (Joseph & Newman, 2010; O’Boyle 
et al., 2011), which increases the ability to manage stress. Brotheridge (2006) stated that EI 
predicted how employees coped with EL and how they used deep acting in situations which 
they perceived demanded so. Selecting and genuinely enacting situationally determined 
appropriate roles are behaviorally complex core elements of leader effectiveness (Boal & 
Hooijberg 2000; Goleman, 2000). Emotionally intelligent leaders more effectively assist their 
employees in interacting with customers and performing EL (Bono, Foldes, Vinson, & 
Muros, 2007; Sy et al., 2006). Repeated acts become habits, allowing surface acting to 
become deep acting, resulting in EL that requires little effort for many service employees 
(Ashforth & Fried, 1988). Whyte (1973) found that experienced waitresses know and act 
their parts with their guests by using non-verbal communication, such as facial expressions, 
posture, and tone of voice. In such cases, enhanced EI helps to cope with EL and may 
increase self-efficacy (Ashforth & Humphrey, 1993). 
According to Joseph and Newman's (2010) meta-analysis, EI predicted performance 
in jobs requiring high EL. Positions involving lower EL, such as computer programming, 
accounting, and technical specializing, did not correlate positively with EI scores and 
workplace performance. In some studies, lower EL positions even correlated negatively with 
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EI and workplace performance. Building upon existing literature, O’Boyle et al. (2011) 
stated that EL is necessarily prevalent in the service sector and may create employee stress. 
For high EL jobs, EI measures add incremental validity above both personality and cognitive 
ability. Brown (1991) provided reasons why EL is relevant to service encounters, suggesting 
that, just as the performances of professional actors vary in quality, so do those of hospitality 
employees. 
Emotional Intelligence and Hospitality Management 
Critical academic claims that EI does not affect work performance may apply to some 
industries, but in hospitality, where service is part of the product, employees’ EI affects 
delivery. Most hospitality industry positions require high EI (Sy et al., 2006). Studies have 
found positive relationships between EI and perceived service quality (Kernbach & Schutte, 
2005; Kim & Agrusa, 2011; Langhorn, 2004; Prentice & King, 2011; Varca, 2004; Winsted, 
2000).  
The hospitality industry demands that its employees provide memorable experiences 
(Bharwani & Jauhari, 2015; Knutson, Beck, Kim, & Cha, 2007), consistent with studies that 
have suggested travelers increasingly value experiences which provide a sense of pleasure 
(Hirschman & Holbrook, 1982; Van Boven & Gilovich, 2003). Employees’ genuine display 
of feelings for customers is a vital part of the hospitality business experience.  
Beyond the construct of EI alone, the construct of hospitality intelligence integrates 
EI with cultural intelligence and dimensions of experiential hospitality intelligence 
(Bharwani and Jauhari, 2015). Cultural intelligence in the hospitality industry is necessary 
not only for interacting with guests (Baum, 2006), but also with an increasingly global 
workforce (Baum, 2007; Baumann, Hamin, Tung, & Hoadley, 2016; Gröschl, 2011). The 
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awareness of social and cultural intelligence plays a significant role in the performance of 
restaurant managers, as such awareness enables identifying with workplaces, teams, and 
communities, which in turn leads to higher customer satisfaction (Langhorn, 2004; Scott-
Halsell et al., 2008).  
A study of 246 students who had completed hospitality internships found that their EI 
levels related positively to and had a stronger effect than service orientation on their 
intentions to remain in the industry (Walsh, Chang, & Tse, 2015). Highlighting the 
importance of hospitality managers understanding EI and EL, Kim, Yoo, Lee, and Kim 
(2012) provided empirical evidence that these factors jointly affect employee behavior and 
turnover. High EI hospitality school students who had finished their internships were able to 
better sense emotion-based information and had developed EI and SI competencies faster 
than low EI students. This enabled them to adopt deep rather than surface acting.  
The growing demand for employees with both EI competencies and technical skills 
raises the question of how company training programs and hospitality educators can teach 
employees to create positive customer experiences (Bharwani & Jauhari, 2015). Hospitality 
educators may use coursework and simulations to influence students’ intentions so that 
graduates are better prepared for the hospitality industry (Scott-Halsell et al., 2008; Walsh et 
al., 2015). Studies from diverse fields that have used interventions to examine the impact of 
EI training have found that it is possible to increase EI competencies through training 
(Schutte et al., 2013; Wolfe, 2017). Despite critical evaluations of EI assessment validity, 
some academics recognize that educators’ and managers’ awareness of emotional issues, as 
well as teaching EI competencies benefit their employees and organizations (Zeidner, 
Roberts & Matthews, 2002). Educators and industry professionals increasingly consider 
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classroom and workplace EI development programs as legitimate (Durlak, Weissberg, 
Dymnicki, Taylor, & Schellinger, 2011).  
When service employees show no emotion, suppression can increase the burden of 
emotional labor (Hogg & Abrams, 1990). Johnson and Spector (2007) found that EI 
correlates negatively with emotional exhaustion. Employees who feel confused about their EI 
competencies lose control in stressful situations, experience poorer psychological health, and 
are subject to increased affect variability (Xu et al., 2017). Because high EI hotel employees 
are able to resist the influence of negative events, such as conflicts with low EI bosses or 
displeased guests, they are able to offset factors that cause burnout (Cha, Cichy, & Kim, 
2009; Lee & Ok, 2012).  
Xu et al. (2017) investigated the impact of affect variability on emotional exhaustion. 
In an empirical study with 224 frontline employees in 18 four- and five-star hotels in 
Ecuador, high self-instability caused vulnerability to external events. Furthermore, scholars 
have found that pursuing noble goals may reduce the effects of self-instability and increase 
resilience to external events (Freedman & Fareselli, 2017; Stillman et al., 2017). In addition, 
negative expectations are associated with psychological vulnerability, which supports 
findings concerning the positive effects of exercising optimism (Freedman & Fareselli, 2017; 
Stillman et al., 2017). Low EI front-of-the-house hotel employees would hardly be satisfied 
with their jobs because they would be less likely to perform well. In contrast, high EI 
employees find it difficult to commit to a workplace that is not conducive to their preferred 
emotional impact (Wong & Law, 2002). 
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Emotional Intelligence Instruments 
The most frequently cited EI instruments include Mayer, Salovey, and Caruso’s 
(2002) Emotional Intelligence Test (MSCEIT), the Korn Ferris (2017) Emotional and Social 
Competency Inventory (ESCI), and the Bar-On (2006) Emotional-Social Inventory (ESI) 
also known as the EQ-i. The commercially available MSCEIT is widely recognized as a 
rigorous instrument, contains 141 items and takes 30 to 45 minutes to administer. The 
MSCEIT predicts important workplace and life outcomes, although the claims are modest 
(i.e., R2 ranging from .07-.35). The ESCI is based on Daniel Goleman’s 4-Quadrant model. 
As a multi-rater assessment, it requires test-takers to receive feedback from several people. 
The EQ-i is a self-rater test that includes 133 items and takes approximately 40 minutes to 
complete (Bar-On, 2006).  
Justification for selecting a different instrument than MSCEIT, ESCI, and EQ-i 
comes from Galesic and Bosnjak’s (2009) finding of a statistically significant reduction in 
completion rates among web-based surveys that took thirty versus ten minutes to complete. A 
less time-consuming survey was necessary for this study because data were collected during 
participants’ working hours. Shorter instruments include the domain-specific Consumer 
Emotional Intelligence Scale (CEIS) by Kidwell, Hardesty and Childers (2017) and the Six 
Seconds Emotional Intelligence Assessment (SEI). The CEIS focuses on retail employees 
and consumers and the SEI relates to leadership. Therefore, this study used an expanded 
version of the SEI which took an average of 16.1 (SD = 10.7) minutes to complete. The test 
contains 77 items (see Appendix A). Furthermore, Six Seconds provides analytic algorithms 
that measure reliability and validity in ways which compare favorably with the MSCEIT, 
ESCI, and EQ-i (Freedman, 2011). The academic literature includes work that has used the 
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SEI as a research tool (Fiedeldey-Van Dijk & Freedman, 2007; Pullen, 2013; Rojas, 2012; 
Stillman et al., 2017; Vyas, 2015).  Chapter 3 will discuss independent and dependent 
variables as well as reliability and validity of the SEI and its intended use. 
Summary 
This chapter provided a review of widely used models in EI research, including the 
effects of EI on work and life performance. The literature has posited that SCS, as measured 
by self-assessments, impacts objective career success. Increasing EI increases followership 
and leadership skills. The EI constructs of self-awareness and self-management impact 
individuals’ ability to define their social identity and to cope with the effects of EL, such as 
turnover intentions. Review of EL literature has indicated that emotionally intelligent 
individuals apply effective emotion regulation strategies, including genuine and deep acting. 
Due to the frequency of personal interactions with guests and employees, hospitality 
professionals benefit substantially from enhancing their EI. This chapter has presented 
multiple research tools with the rationale for selecting the SEI. 
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CHAPTER 3.  METHODS 
The purpose of this survey study was to identify and compare the EI competencies 
that influence self-assessed success during earlier versus later career stages and across groups 
of employment positions at luxury hotels. The job positions of supervisor, manager, and 
director were assumed to involve increasingly longer experience.   
In 1997, the international nonprofit organization, Six Seconds, began studying 
emotional intelligence (EI) with the goal of teaching related skills among businesses, schools, 
and individuals. Goleman (1995) identified the Six Seconds model as contributing to an 
effective curriculum for teaching EI. By drawing from the findings of the Mayer, Salovey, 
Caruso Emotional Intelligence Test (MSCEIT), the Emotional-Social Competency Inventory 
(ESCI), the Emotional-Social Inventory (EQ-i), and other EI studies, the Six Seconds Self-
Report Emotional Intelligence Assessment (SEI; see Freedman, 2011) measures three 
pursuits—know yourself, choose yourself, and give yourself—that encompass eight specific 
competencies. Competencies are a behavioral approach to emotional, social, and cognitive 
intelligence (Boyatzis, 2008). Because the study of competencies indicates what people have 
learned and impact success more strongly than do traditional definitions and measures of 
intelligence, measuring competencies is more advantageous than concentrating on EI only 
(Cherniss, 2010b; Mayer, Roberts, & Barsade, 2008; McClelland, 1973). In a work 
environment, the term “competency” can best be understood as a willingness and capability 
to use one’s knowledge, skills, behavior, and attitude for the organization’s benefit 
(Bharwani & Jauhari, 2015).  
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Research Design 
Based on the Six Seconds model, this study measured the predictive relationships 
between eight EI competencies and four success factors across levels of experience of 
supervisory hospitality staff. Furthermore, the analysis compared the EI competencies that 
predicted four success factors among four lengths of supervisory work experience, and tested 
for the moderating variables of employment position, gender, brand, and location. 
Existing Survey Instrument 
Bar-On (1997b) was the first to refer to the EI quotient, naming it EQ. Freedman and 
Fariselli (2017) developed the Six Seconds Emotional Intelligence Assessment (SEI) based 
on EQ. The study examined more than 100,000 people, primarily managers and seasoned 
employees, from more than 15 workplace sectors in more than 50 countries. Analysis of the 
ongoing SEI study found a strong correlation between EI and the four success factors. In 
linear regression analysis, the independent variables, EI competencies, correlated with the 
dependent variable, overall performance. The independent variables were extrapolated from 
the assessment outcomes. The competencies formed the three composite independent 
variables: know yourself, choose yourself, and give yourself (see Figure 3.1). A stepwise 
regression analysis showed that the EI variables predicted 55% of overall performance. The 
three EI competencies that most affected the responding variable were: (a) exercise optimism 
(R2 = 0.23; p < 0.01), (b) engage intrinsic motivation (R2 = 0.15; p < 0.01), and (c) pursue 
noble goals (R2 = 0.15; p < 0.01). Overall performance is a composite of the four success 
factors. In addition, the research included correlation analyses of EI with single outcomes. 
From the total database, the researchers randomly sampled more than 100,000 assessments to 
develop a balanced norm base that accounted for global region, gender, and age. 
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Figure 3.1. Path Diagram of Six Seconds: Network Psychometric Tool with  
 Additional Moderating Variables 
 
Independent Variables 
 The following independent variables (IV) were used in this study: 
Composite IV: Know Yourself 
Know yourself includes enhance emotional literacy and recognize patterns. 
IV: Enhance Emotional Literacy 
In their seminal work, Salovey and Mayer (1990) created a model that conceptualized 
EI with three branches that included appraisal and expression of emotions applied to oneself 
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and others. The authors posited that language was the medium with which emotions were 
expressed verbally. TenHouten, Hoppe, Bogen, and Walter (1985) developed a scoring 
system that measured verbal responsiveness to emotion-evoking situations and found that 
patients with alexithymic tendencies had a diminished ability to verbally express emotions. 
One of the cornerstones of Cooper and Sawaf’s (1997) model of EI is that it includes 
emotional literacy as a skill. 
IV: Recognize Patterns 
Emotional memory drives autonomic and behavioral responses. People who have 
developed this competency acknowledge frequently recurring reactions and behaviors and 
can regulate affect (LeDoux, 1993; Salovey & Mayer, 1990). 
Composite IV: Choose Yourself 
Choose yourself includes the variables apply consequential thinking, navigate 
emotions, engage intrinsic motivation, and exercise optimism. 
 IV: Apply Consequential Thinking 
Evaluating consequences helps to control disruptive emotions and impulses 
(Goleman, 2000), as behavior differs substantially when people apply consequential thinking 
(Kugler, Connolly, & Kausel, 2009; Pennycook, Fugelsang, & Koehler, 2015). After 
conducting a social problem-solving training program for 564 children, researchers found 
that those who learned solution thinking improved their cognitive problem solving by 
evaluating the costs and advantages of choices (Weissberg et al., 1981). 
 IV: Navigate Emotions 
 Individuals often regulate their emotions by increasing or decreasing them. Gross and 
John (2003) found that individuals’ use of suppression and reappraisal as emotion regulation 
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strategies affected their wellbeing and social relationships, as using reappraisal was 
associated with better interpersonal functioning. The result of less effective suppression is the 
inauthentic expression of emotion, such as surface acting, which leads to negative feelings 
and fails to foster good relationships and improved self-worth (Sheldon et al., 1997). 
 IV: Engage Intrinsic Motivation 
 The self-determination theory uses traditional empirical methods to address 
motivation. It employs a meta-theory that highlights how humans use their inner resources 
for personality development and behavioral self-regulation (Ryan, Kuhl, & Deci, 1997). 
Comparisons between intrinsically and extrinsically motivated people revealed that the 
former displayed enhanced performance, persistence, creativity (Deci & Ryan, 1991; 2010; 
Sheldon et al., 1997), and general wellbeing (Ryan, Deci, & Grolnick, 1995). When 
individuals have the same level of perceived competence or self-efficacy for an activity, 
those with intrinsic motivation demonstrate heightened vitality and self-esteem. 
 IV: Exercise Optimism 
 In the Six Seconds’ norm-based sample of 75,000 people from across industries and 
experience levels (n > 100,000), Freedman and Fareselli (2017) found that exercise optimism 
related to overall performance more than did other variables (R2 = 0.23). Bar-On (2006) 
describes optimism as an EI competency of self-motivation, “To be positive and look at the 
brighter side of life.” (p. 23). Researchers have linked optimism to positive mood, good 
morale, perseverance, and effective problem-solving. Optimism applies to academic, athletic, 
and professional performance and carries health benefits (Peterson, 2000). Results from Life 
Orientation Tests (LOT) showed that dispositional optimism was linked to desirable 
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outcomes, including active and effective coping (Scheier & Carver, 1985; Scheier, 
Weintraub, & Carver, 1986). 
Composite IV: Give Yourself 
 Give yourself includes increase empathy and pursue noble goals. 
 IV: Increase Empathy 
 Salovey and Mayer (1990) regarded empathy as a nonverbal appraisal and expression 
and considered it a central EI characteristic. Goleman (1995) considered empathy an integral 
component of self-awareness, given that people communicate 90 percent of their feelings 
nonverbally. Rosenthal, Hall, Archer, DiMatteo, and Rogers (1977) developed the Profile of 
Nonverbal Sensitivity (PONS) test that measures participants’ levels of empathy. Applying 
the PONS test (n > 7,000), researchers found that the ability to read feelings through 
nonverbal cues correlated with emotional stability, popularity, and perceived sensitivity 
(Goleman, 1995). Taking an active interest in other people’s concerns by sensing their 
emotions is a crucial leadership skill (Goleman, 1995, 2000). 
 IV: Pursue Noble Goals 
 In his seminal work, Rogers (1959) stated that the ideal self is the wish that people 
have about who they would like to be. Boyatzis and Akrivou (2006) referred to the 
Intentional Change Theory, which is based on a model of the ideal self. By pursuing one’s 
self-determined noble goals, the ideal self influences actions according to one’s values, 
beliefs, and dreams and, therefore, provides a sense of purpose. The concept of self-identity 
is comprised of social identity and personal identity (Abrams & Hogg, 2008). “Personal 
identity emphasizes a sense of individual autonomy rather than of communal involvement” 
(Hewitt, 1997, p. 93).  Social identity is formed by social groups with which one identifies or 
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aspires to identify and may also guide actions (Boyatzis, Murphy, & Wheeler, 2000). The 
ideal self drives personal vision and builds the basis for the pursuit of noble goals which, in 
turn, drives sustainable, intentional change (SEI Technical Manual, 2015). Emotionally 
intelligent people use their personal vision to connect their daily choices with an overarching 
sense of purpose. 
Composite Dependent Variable (DV): Overall Performance 
 The SEI assessment includes twelve questions that address four performance 
outcomes (the dependent variables). Six Seconds named these the success factors, each of 
which has two sub-factors. The composite dependent variable of overall performance 
includes effectiveness, relationship, wellbeing, and quality of life. 
DV: Effectiveness (influence and decision making) 
 Using a modified version of the Trait Meta Mood Scale, Palmer, Walls, Burgess, and 
Stough (2001) surveyed 43 managers. Findings showed that EI correlated with several 
components of transformational leadership and may account for how effective leaders 
monitor and respond to subordinates and make them feel. Another study that involved 288 
U.S. college students revealed statistically significant positive relationships between EI and 
career decision-making self-efficacy, clarity, and confidence for vocational exploration 
(Brown, George-Curran, & Smith, 2003). 
DV: Relationships (network and community) 
 In six studies, using correlational designs, Schutte et al. (2001) found that EI related 
positively to interpersonal interactions, empathic perspective, self-monitoring in social 
situations, social skills, cooperative responses toward partners, close and affectionate 
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relationships, and marital satisfaction. In an additional study with experiential design, the 
authors found that high EI individuals anticipated greater satisfaction in relationships. 
DV: Wellbeing (balance and health) 
 No other EI outcome has received more attention than subjective wellbeing (Austin, 
Saklofske, & Egan, 2005; Martins, Ramalho, & Morin, 2010; Schutte et al., 1998; Slaski & 
Cartwright, 2002). EI has shown consistent association with not only life satisfaction, but 
also health-related measures. Zeidner, Matthews, and Roberts (2012) found that self-report 
measures show stronger association with health and wellbeing than ability-based measures. 
Addressing potential associations between EI and life-balance, Lenaghan, Buda, and Eisner 
(2007) posited that emotionally intelligent individuals have higher wellbeing than those with 
lower EI when facing work-family conflict. An EI study of 1,506 employees in 20 Italian 
organizations demonstrated that EI plays a significant role in facilitating perceived work-life 
balance (Giorgi, 2013). 
DV: Quality of Life (achievement and satisfaction) 
 Using the Satisfaction with Life Scale (SWLS) - a measure of life satisfaction - as a 
cognitive judgmental process (Diener, Emmons, Larsen, & Griffin, 1985), Palmer, 
Donaldson, and Stough (2002), supported the notion that EI accounts for individual 
differences in life satisfaction. Low EI was a significant predictor of several addiction-related 
behaviors, including substance use and gambling, for adults and adolescents (Palmer et al., 
2001; Parker, Taylor, Eastabrook, Schell, & Wood, 2008; Schutte et al., 1998; Trinidad & 
Johnson, 2002). Academic achievement was also strongly associated with several EI 




Since 2005, four validation analyses have been applied to confirm the SEI’s structural 
and predictive validity and reliability (SEI Technical Manual, 2015). Cronbach coefficient 
alpha was used to calculate the internal consistency of the SEI factors. Because SEI provides 
only aggregated variables and not data for individual raw variables, this dissertation reports 
Cronbach alpha for SEI’s normed database rather than for the dissertation-specific data set. 
The values ranged from 0.634 (increase empathy) to 0.806 (exercise optimism) (see 
Fiedeldey-Van Dijk & Freedman, 2007; Pullen, 2013; Rojas, 2012; Stillman et al., 2017; 
Vyas, 2015).   
 The SEI measurements include emotional intelligence and cognitive competencies. 
For example, increase empathy relies on the ability to perceive others’ feelings, while to 
apply consequential thinking is a cognitive competency (Cherniss, 2010b). Analysis of SEI 
studies regresses overall performance on the competencies as independent variables. Table 
3.1 shows the bivariate correlations amongst the eight independent variables from the SEI 
normed database. 
 
Table 3.1. Summary of inter-correlations for scores of independent variables 
 
 EEL RP ACT NE EIM EO IE PNG 
EEL 1        
RP 0.738 1       
ACT 0.522 0.431 1      
NE 0.317 0.351 0.094 1     
EIM 0.492 0.522 0.250 0.578 1    
EO 0.555 0.555 0.348 0.481 0.739 1   
IE 0.393 0.401 0.221 0.397 0.422 0.384 1  
PNG 0.595 0.606 0.372 0.432 0.717 0.713 0.399 1 
Source: Reproduced from SEI Technical Manual, 2015. 
KEY: EEL = Enhance Emotional Literacy; RP = Recognize Patterns; ACT = Apply Consequential Thinking; 
NE = Navigate Emotions; EIM = Engage Intrinsic Motivation; EO = Exercise Optimism; IE = Increase 
Empathy; PNG = Pursue Noble Goals  
 38 
Cognitive Process of Survey Participation 
When implementing an instrument, the researcher should pay attention to the   
participants’ cognitive processes of answering survey questions (Tourangeau, 2018). The 
cognitive process involves comprehending, retrieving, judging, and responding to survey 
questions (Collins, 2003; Sudman, Bradburn, & Schwarz, 1996). Comprehending includes 
the ability to understand the meaning of questions by being familiar with the language in use 
and nomenclature that may be specific to cultures and professional environments. Questions 
should be stated in ways that take little effort for the participant to retrieve answers from 
events that relate to the context of the survey. Upon comprehending the question and 
retrieving answers that are based on life events, the participants make the judgement that 
leads to their responses. Participants are likely to give answers that they believe to be socially 
desirable.  
Studies that involve participation of luxury hotel employees could face the challenge 
of response reliability due to the variety of cultures that one finds in luxury hotel teams. The 
author of this research study selected data from participants who came from countries around 
the world. While the predominance of the sample set was from Western (individualistic 
societies), contribution from East Asian (collectivist cultures) made up a significant portion. 
Although the SEI is available in different languages, in this study, the surveys were 
conducted in one language – English. Translation of the surveys into different languages may 
influence responses and create more cultural differences (Schwarz, Oyserman, & Peytcheva, 
2010). Oyserman Sorensen, Reber, and Chen (2009) posit that the use of a common language 
overrides chronic cultural differences in cognitive procedures. A person’s answer style also 
appears to involve cultural bias. However, contextual workplace influences can override 
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cultural influences (Schwarz et al., 2010). Additionally, even careful translation of the literal 
meaning does not protect against differential interpretation of the pragmatic meaning in 
context. In this study, the participants cultural diversity impacted response reliability 
minimally. Hotel operations staff who contributed to the study use English as their everyday 
business language, and the participants in the study held positions where fluency of English 
is a prerequisite and shared the context of their companies operating norms. 
The researcher had previously gathered data by administering the US English version 
of the SEI tool among hospitality students at the Swiss Hotel Management School (SHMS) 
from the three areas of East Asia, Western countries, and South America (n = 197). The 
teaching language at the school is English. ANOVA analysis showed no significant 
difference between the means of the eight independent variables (the EI competencies) as 
well as the four dependent variables (the success factors) across students from those three 
world areas. 
Scoring, Validity, and Reliability of the Emotional Intelligence Quotient 
Certified Six Seconds test assessors administer and evaluate the results from the SEI 
instrument. Six Seconds requires annual recertification that includes ongoing training and 
attending workshops. The researcher in this study has been a certified assessor since 2014 
and has conducted more than six hundred SEI assessments in the USA, Caribbean Islands, 
and Europe.  
 Concerning scoring and structure, the SEI includes 77 randomly ordered items which 
participants answer by means of a five-point Likert scale consisting of I disagree, I partially 
disagree, I neither disagree nor agree, I partially agree, and I agree. Scoring involves 28 
normative scales and hidden indices (i.e., consistency, positive impression, time of 
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compilation and answer style indices). The SEI algorithm weights items based on results of 
both unweighted analysis and feedback from a select group of EQ experts (SEI Technical 
Manual, 2015). Table 3.2 shows the SEI results that have been validated through correlation 
and confirmatory factorial analyses with Cronbach alphas between 0.68 and 0.81 (SEI 
Technical Manual, 2015). In addition, Six Seconds conducts multiple regression and 
calculates effect sizes. Data from the assessment tool are monitored annually. Six Seconds 
has conducted four rounds of validation analyses since 2005 “to confirm structural and 
predictive validity of the SEI” (p. 21). Six Seconds does not share the raw data from the 
surveys with researchers but provides individual results of the eight EI competency measures 
and the four success factors. 
Norm Group Demographics 
 SEI norms were first established among a sample of 700 primarily North American 
and European test-takers in 2005. The next validation was completed in January 2010 
“…based on an international sample of 24,760 . . . [for an] extensive and diverse norm base” 
(SEI Technical Manual, 2015, p. 31). “The norm base is continuously updated and, as of  
 
Table 3.2. Cronbach coefficient alpha  
Scale Items Cronbach coefficient alpha 
Enhance Emotional Literacy 7 .732 
Recognize Patterns 7 .781 
Apply Consequential Thinking 6 .681 
Navigate Emotions 7 .778 
Engage Intrinsic Motivation 6 .766 
Exercise Optimism 7 .806 
Increase Empathy 7 .634 
Pursue Noble Goals 6 .791 
Source: Reproduced from SEI Technical Manual, 2015. 
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2015, includes over 75,000 individuals from over 50 countries” (p. 4). In addition to an 
international norm, each language has distinct norms to enhance the accuracy of assessments 
in different regions and languages. For a meaningful global sample, the Six Seconds panel of 
experts continue to analyze the SEI norm base assessments using a random sampling 
protocol resulting in a dataset balanced across global regions, gender, and age. 
Correlation Analysis: Cronbach Coefficient Alpha 
 Cronbach coefficient alpha indicates the internal consistency of underlying scales. 
The measure indicates psychometric reliability that refers to the extent to which items 
assigned to a scale correlate with one another (Cozby & Bates, 2012). Values for Cronbach 
alpha range from 0 to 1.0 and indicate the extent to which items loading onto a factor 
measure the same construct (Lance, Butts, & Michels, 2006). Although many scientists claim 
that the cut-off point for acceptable reliability is .70, Lebreton, Burgess, Kaiser, Atchley, and 
James (2003) and Cohen, Doveh, and Eick (2001) claimed the .70 cut-off point is arbitrary. 
The SEI Technical Manual (2015) maintains that a positive alpha value greater than 0.6 is 
statistically reliable. Table 3.2 shows the correlation analysis from the SEI’s norm set, using 
Cronbach coefficient alpha. 
Correction and Reliability of Scales 
Common psychometric issues in self-assessment questionnaires include personal bias, 
answer style, and inconsistency (SEI Technical Manual, 2015). Six Seconds has taken 
several steps to shield the SEI scores from such influences. Six Seconds tests the reliability of 
responses to the SEI questionnaire through a positive impression index, a consistency index, 
and completion time which they combine to form an overall reliability index. 
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 Different people may assign inconsistent meanings to the points on a Likert scale 
(Greenleaf, 1992; Russell & Bobko, 1992). Some people rarely use extremes, others could 
leave room for improvement. To compensate, the answer style index adjusts scores based on 
how often test-takers select an extreme response option of I agree or I disagree (SEI 
Technical Manual, 2015). The index is calculated through an algorithm that examines the 
frequency with which a test-taker chooses a particular answer category in comparison with 
SEI’s normative sample. Individual answer styles are also believed to be culturally anchored. 
The EQ algorithm slightly adjusts for national or linguistic “mean answer style[s]” with an 
international range between -4% and +6% (p. 26). The Six Seconds technical manual asserts 
that the answer style correction can generally be accepted as-is. 
Reliability Indices for the SEI Scores 
Six Seconds considers the effects of personal biases in response to the SEI instrument 
through a positive impression scale (SEI Technical Manual, 2015). The positive impression 
(PI) index stems from a scale of six items (e.g., I never have bad days), designed to measure 
an inclination toward exaggerated negative or positive views. Six Seconds compares the test-
taker’s score on these six items to the score from the norm set, and categorizes the difference 
between the PI and normed mean scores as representing a very low, low, average, high, or 
very high positive impression. A very high PI can be an indicator that the test-taker is 
attempting to manipulate the test results (though it could also signify very high confidence, 
or a blissful disregard to challenges). A very low PI may be an indicator of low self-esteem. 
For the consistency index, the density indicator and the random indicator measure the 
frequency of particular answer options and compare them to the SEI’s international standard. 
The system identifies a potential problem. The random indicator is also connected to the 
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completion time. Mean completion time across the norm set is approximately eight minutes. 
Survey results suggesting issues with one or more indicators and test-takers with extremely 
short or extremely long completion time were excluded from this study’s final analysis. 
Thirty surveys were rejected for these reasons. 
Prior Analysis 
 Applying Six Seconds’ empirical analysis to a study of 3,305 employees and 
managers, Fiedeldey-Van Dijk, and Freedman (2007) found that EQ scores varied 
significantly according to employment position. The authors collected data from students (n 
= 145); designated professionals, such as accountants, lawyers, and engineers (n = 123); non-
managerial employees (n = 1,118); entrepreneurs (n = 352); and executives, such as chief 
executive officers, chief operating officers, and directors (n = 454). The standardized SEI 
scores have a mean of 100 and a standard deviation of 15. The study revealed that designated 
professionals were 1.33 SD below managers (p < 0.01) in EQ. This suggests that overall high 
SEI assessment scores may not be essential to general work performance, but rather that 
effective competencies relate to performance in specific job roles. The professionals’ EQ 
strengths were increase empathy and pursue noble goals, with standardized scores of 95 and 
97, respectively relative to an overall score of 80. The managers strengths were recognize 
patterns and enhance emotional literacy, with standardized scores of 100 and 101, 
respectively, relative to an overall score of 100. 
Hypotheses 
Numerous studies have shown that EI changes with age and within the context of 
personal versus work environments (Cherniss, 2010a, 2010b; Goleman, 1995; Johnson & 
Spector, 2007; Joseph & Newman, 2010; McCleskey, 2014; O’Boyle et al., 2011). The 
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primary purpose of this study was to identify the EI competencies that influence self-assessed 
success among less experienced supervisory staff at luxury hotels. The secondary purpose of 
this study was to compare the EI competencies that influence self-assessed success among 
less experienced supervisory staff with those competencies that influence self-assessed 
success among more experienced supervisory staff at luxury hotels. The researcher collected 
empirical respondent-level data and identified the EI competencies that had the most 
influence on the success constructs. 
As a preliminary sample, students who attended the Master in Business and Master of 
Science programs at the Swiss Hotel Management School (SHMS), and who had six months 
to three years of hospitality work experience, participated in the survey (n = 197). Based on 
this preliminary survey, the researcher proposed the following research questions and 
specific alternative hypotheses: 
RQ 1. How do levels of EI competencies differ across lengths of supervisory work 
experience of less than two years, two to five years, more than five and to up to ten years, 
and more than ten years? 
H1A: The levels of enhance emotional literacy differ across lengths of supervisory 
work experience.  
H1B: The levels of recognize patterns differ across lengths of supervisory work 
experience. 
H1C: The levels of apply consequential thinking differ across lengths of supervisory 
work experience. 
H1D: The levels of navigate emotions differ across lengths of supervisory work 
experience. 
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H1E: The levels of intrinsic motivation differ across lengths of supervisory work 
experience. 
H1F: The levels of exercise optimism differ across lengths of supervisory work 
experience. 
H1G: The levels of increase empathy differ across lengths of supervisory work 
experience. 
H1H: The levels of pursue noble goals differ across lengths of supervisory work 
experience. 
RQ 2. How do levels of success factors differ across lengths of supervisory work 
experience of less than two years, two to five years, more than five and to up to ten years, 
and more than ten years? 
H2A: The levels of overall performance differ across lengths of supervisory work 
experience. 
H2B: The levels of effectiveness differ across lengths of supervisory work experience. 
H2C: The levels of relationship differ across lengths of supervisory work experience. 
H2D: The levels of wellbeing differ across lengths of supervisory work experience. 
H2E: The levels of quality of life differ across lengths of supervisory work 
experience. 
RQ 3. Which EI competencies explain the self-assessed success factors of hotel staff with 
less than two years of supervisory work experience? 
H3A: Pursue noble goals, engage intrinsic motivation, and enhance emotional literacy 
contribute most parsimoniously to the overall performance of hotel staff with less 
than two years of supervisory work experience. 
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H3B: Exercise optimism, pursue noble goals, enhance emotional literacy, and 
recognize patterns contribute most parsimoniously to the effectiveness of hotel 
staff with less than two years of supervisory work experience. 
H3C: Engage intrinsic motivation, enhance emotional literacy, and pursue noble goals 
contribute most parsimoniously to relationships of hotel staff with less than two 
years of supervisory work experience. 
H3D: EI competencies explain the wellbeing of hotel staff with less than two years of 
supervisory work experience.  
H3E: Engage intrinsic motivation and pursue noble goals contribute most 
parsimoniously to the quality of life of hotel staff with less than two years of 
supervisory work experience. 
RQ 4. How do EI competencies that explain self-assessed success factors vary 
across lengths of supervisory work experience? 
H4: EI competencies that explain self-assessed success factors of supervisory hotel 
staff with less than two years of supervisory work experience vary across groups 
of hotel staff with longer supervisory work experience. 
RQ 5. How do the moderators of supervisory employment position, gender, hotel brand, 
and hotel location explain the difference in the effect of EI competencies on the success 
factor of overall performance for those with less than two years of supervisory work 
experience? 
H5A: Supervisory employment position moderates the effect of EI competencies on 
the success factors. 
H5B: Gender moderates the effect of EI competencies on the success factors. 
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H5C: The hotel brand moderates the effect of EI competencies on the success factors. 
H5D: The hotel location moderates the effect of EI competencies on the success 
factors. 
Sampling and Data Collection 
From a population of 1,532 possible U.S. and Caribbean luxury hotels (AAA, 2019a; 
AAA, 2019b), a multi-stage sampling strategy (see Henry, 2009) involved selecting seven 
luxury hotel operations as convenience cases. The seven hotel operations came from three 
brands. Collection of data took place between June 2019 and August 2019. Based on prior 
relationships, hotel managers and human resource directors arranged for the researcher to 
present information sessions on EI during hour-long meetings for supervisors, managers, and 
directors. Prior to the meetings, 662 participants received invitations to participate in the 
study. Participants received the results of their EI competency assessments within twenty-
four hours after completing the surveys and before attending the meetings. The ending 
sample included 440 supervisory staff (66.5%) at seven luxury hotels within the United 
States and Caribbean islands. Samples were grouped by length of experience (less than two 
years, two to five years, more than five and up to ten years, and more than ten years) and 
supervisory positions (supervisors, managers, and directors). The purpose of grouping the 
participants by years of supervisory work experience was based on the existing research that 
EI increases with age (Goleman, 1995) and individuals are more likely to leave an employer 
during their early years of employment (Moncarz, Zhao, & Kay, C., 2009). 
In addition to the pre-established SEI instrument questions, the surveys included the 
demographic questions on gender. The employment positions were obtained from human 
resource departments, whereas length of industry experience was collected by the researcher 
via email and during the meetings (see Appendix A). The researcher gathered other 
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potentially moderating information, including: (a) hotel brand; and (b) location of hotel. The 
location of hotels was differentiated by city and resort operations. Due to the nature of 
diverse national origin of the hospitality workforce and US employment laws, the study did 
not include questions on participants’ nationalities. The study excluded ten survey results that 
did not meet the employment position categories criteria and nine survey results from which 
the researcher failed to obtain the information on length of supervisory work experience. 
Analysis 
The researcher performed statistical analysis using the Statistical Program for Social 
Science SPSS (Ver. 25). Descriptive statistics were obtained for length of supervisory work 
experience, participants’ gender, type of hotel location, hotel brands, and employment 
positions. For calculating Cohen’s d effect size values, the Effect Size Calculator for t-test 
was used (Stangroom, 2019). 
Reliability and Validity 
 Six Seconds provided data for EI competencies, success factors, and moderating 
variables of gender on Excel spreadsheets, which the researcher imported into SPSS. No data 
was missing from the SEI instrument due to the fact that it requires an answer to every 
question. The additional data for moderating variables were entered by the researcher 
manually. 
Analysis Specific to Each Research Question 
 RQ 1: How do levels of EI competencies differ across lengths of supervisory work 
experience of less than two years, two to five years, more than five and to up to ten years, 
and more than ten years?  
 
H1A through H1H were tested by one-way between-groups ANOVAs. Fisher LSD 
post-hoc tests were implemented in the hypotheses to determine whether means between 
specific groups were statistically significant. For assumptions testing, Levene’s statistics 
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indicated whether the data showed homoscedasticity. In those cases where the Levine 
statistics indicated heteroscedasticity, the Welch’s and Brown-Forsythe tests were used. 
Heteroscedasticity was addressed by implementing the Games-Howell post-hoc tests. Effect 
sizes were measured by eta squared (η2) and Cohen’s d (d). 
RQ 2: How do levels of success factors differ across groups of supervisory work experience 
of less than two years, two to five years, more than five and to up to ten years, and more 
than ten years?  
 
H2A through H2E were tested similarly to H1A through H1H with one-way between-groups 
ANOVAs, Fisher LSD post-hoc tests, Levene’s statistics, Welch’s, Brown-Forsythe, and 
Games-Howell post-hoc test.  
RQ 3. Which EI competencies explain the self-assessed success factors of hotel staff with 
less than two years of supervisory work experience?   
 
Backwards multiple regressions tested hypotheses H3A through H3E. The success 
factors as DVs were regressed on the EI competencies as IVs until statistically significant 
models were identified. Both sets of scale score variables were interval measures. The 
researcher calculated Pearson’s r correlation coefficient and identified the significance based 
on an alpha (α) of 0.05.  
RQ 4. How do EI competencies that explain self-assessed success factors vary 
across lengths of supervisory work experience?  
 
Similar to H3A through H3E, multiple linear regressions were performed, using the 
groups of different lengths of supervisory work experience. The success factors as DVs were 
regressed on the EI competencies as IVs until statistically significant models were identified. 
Subsequently, the results from these regressions were compared with the results from H3A 
through H3E. 
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RQ 5. How do the moderators of supervisory employment position, gender, hotel brand, 
and hotel location explain the difference in the effect of EI competencies on the success 
factor of overall performance for those with less than two years of supervisory work 
experience?  
 
H5A through H5D: Multiple linear regressions with dummy-coded variables assessed 
the moderators’ effect by regressing the success factors on the EI competencies among 
supervisory staff. Eta squared (η2) indicated effect sizes of the moderating variables on the 
DVs. 
Use of Human Subjects 
The research study proposal was presented to the Program of Study Committee on 
May 17, 2019. All necessary information was sent to the Iowa State University Institutional 
Review Board (IRB). The IRB approved the proposal with an exempt status on June 6, 2019 
(see Appendix B). The study met the requirements of the IRB proposal. 
Summary 
Chapter 3 provided a description of the research design, and explained the 
independent and dependent variables, as well as the inter-scale correlation from the Six 
Seconds norm base data. The section on the cognitive process of survey participation has 
discussed potential fallibility of social science research. The scoring, validity, and reliability 
of algorithms that accompany the proposed tool will reduce the effects of such fallibility. The 
hypotheses respond to the research questions in ways that expand the existing research tool. 
The analysis phase included ANOVA, non-parametric tests, and multiple linear regressions 




CHAPTER 4.  RESULTS 
 This study was conducted to identify and compare the EI competencies that influence 
self-assessed success during earlier versus later career stages and across groups of 
employment positions at luxury hotels. The organization of the tables for the statistical 
results are located in Appendices C through H due to the multiple referencing of individual 
tables to answer the research questions and hypotheses. 
Descriptive Statistics 
A total of 662 of the hotels’ supervisory staff received the SEI questionnaires via 
email. A total of 440 participants completed the surveys resulting in a response rate of 
66.5%. The invited staff who declined to participate included 141 supervisors (21.3%), 51 
managers (7.7%), and 30 directors and above (4.5%). The SEI algorithm identified 30 
collected surveys as having issues with the consistency index and positive impression index 
and therefore were excluded from the study. Eighteen survey responses did not include the 
demographic information of the length of supervisory experience, and nine survey results did 
not qualify for the employment position category. Thus, 383 of the 440 received responses 
were valid (87%). Table C-1 provides the frequencies in the categories of length of 
supervisory work experience, employment position, gender, hotel brands, and hotel location. 
Research Questions and Hypotheses 
This section examines the results of the five research questions. The research 
questions and the alternative hypotheses tested for this study were: 
RQ 1: How do levels of EI competencies differ across lengths of supervisory work 
experience of less than two years, two to five years, more than five and to up to ten years, 
and more than ten years? 
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H1A: The levels of enhance emotional literacy differ across lengths of supervisory 
work experience.  
H1B: The levels of recognize patterns differ across lengths of supervisory work 
experience. 
H1C: The levels of apply consequential thinking differ across lengths of supervisory 
work experience. 
H1D: The levels of navigate emotions differ across lengths of supervisory work 
experience. 
H1E: The levels of intrinsic motivation differ across lengths of supervisory work 
experience. 
H1F: The levels of exercise optimism differ across lengths of supervisory work 
experience. 
H1G: The levels of increase empathy differ across lengths of supervisory work 
experience. 
H1H: The levels of pursue noble goals differ across lengths of supervisory work 
experience. 
RQ 2. How do levels of success factors differ across lengths of supervisory work 
experience of less than two years, two to five years, more than five and to up to ten years, 
and more than ten years? 
H2A: The levels of overall performance differ across lengths of supervisory work 
experience. 
H2B: The levels of effectiveness differ across lengths of supervisory work experience. 
H2C: The levels of relationships differ across lengths of supervisory work experience. 
H2D: The levels of wellbeing differ across lengths of supervisory work experience. 
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H2E: The levels of quality of life differ across lengths of supervisory work 
experience. 
RQ 3. Which EI competencies explain the self-assessed success factors of hotel staff with 
less than two years of supervisory work experience? 
H3A: Pursue noble goals, engage intrinsic motivation, and enhance emotional literacy 
contribute most parsimoniously to the overall performance of hotel staff with less 
than two years of supervisory work experience. 
H3B: Exercise optimism, pursue noble goals, enhance emotional literacy, and 
recognize patterns contribute most parsimoniously to the effectiveness of hotel 
staff with less than two years of supervisory work experience. 
H3C: Engage intrinsic motivation, enhance emotional literacy, and pursue noble goals 
contribute most parsimoniously to relationships of hotel staff with less than two 
years of supervisory work experience. 
H3D: EI competencies explain the wellbeing of hotel staff with less than two years of 
supervisory work experience.  
H3E: Engage Intrinsic motivation and pursue noble goals contribute most 
parsimoniously to the quality of life of hotel staff with less than two years of 
supervisory work experience. 
RQ 4. How do EI competencies that explain self-assessed success factors vary across 
lengths of supervisory work experience? 
H4: EI competencies that explain self-assessed success factors of supervisory hotel 
staff with less than two years of supervisory work experience vary across groups of 
hotel staff with longer supervisory work experience. 
RQ 5. How do the moderators of supervisory employment position, gender, hotel brand, 
and hotel location explain the difference in the effect of EI competencies on the success 
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factor of overall performance for those with less than two years of supervisory work 
experience? 
H5A: Supervisory employment position moderates the effect of EI competencies on 
the success factors. 
H5B: Gender moderates the effect of EI competencies on the success factors. 
H5C: The hotel brand moderates the effect of EI competencies on the success factors. 
H5D: The hotel location moderates the effect of EI competencies on the success 
factors. 
EI Competencies across Lengths of Supervisory Experience 
Research Question 1: How do levels of EI competencies differ across lengths of 
supervisory work experience of less than two years, two to five years, more than five and to 
up to ten years, and more than ten years? 
 
To test H1A through H1H that the length of supervisory work experience (under two 
years, two to five years, more than five and to up to ten years, and more than ten years) 
affected the levels of eight EI competencies, eight one-way between-groups ANOVAs were 
performed. Prior to conducting the ANOVAs, the assumptions of normality were evaluated 
and determined to be satisfied as the four groups’ distributions were associated with skew 
and kurtosis less than |2.14| and |4.25|, respectively (Jones, 1969). Furthermore, the 
assumptions of homogeneity were tested based on Levene’s F tests. To evaluate the nature of 
the differences between the four means of the eight independent variables, the statistically 
significant ANOVAs were followed up with Fisher LSD post-hoc tests (Hayter, 1986). When 
the assumptions of homogeneity were violated based on Levene’s F test, Brown-Forsythe 
and Welch’s tests were used. The significant ANOVAs were then followed up with Games-
Howell post-hoc tests (Tomarken & Serlin, 1986). The results of all eight hypothesis 1 tests 
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indicated that the staff with less than two years of experience had the lowest numerical 
means and differed significantly from those with the most experience.  
H1A:  The descriptive statistics associated with enhance emotional literacy across the 
four groups of supervisory work experience are reported in Table C-2.1 The lowest amount 
of supervisory work experience (less than two years) was associated with the smallest 
numerical mean level of enhance emotional literacy (M = 100.53, SD = 12.39). The 
numerical means for two to five years, more than five and to up to ten years, and more than 
ten years were M = 106.5, SD = 12.15; M =106.11, SD = 11.71; and M =107.21, SD = 10.94, 
respectively (see Table C-2.1). The assumption of homogeneity was tested and satisfied 
based on Levene’s F test, F(3, 379) = .397, p = .756.  
The ANOVA yielded a significant effect of F(3, 379) = 6.335, p < .001, 2 = .048 
(see Table C-2.2). Thus, H1A was accepted, supporting the conclusion that the levels of 
enhance emotional literacy differed significantly across lengths of supervisory work 
experience. 4.8% of the variance in enhance emotional literacy was accounted for by group 
membership. The Fisher LSD post-hoc tests (see Table C-2.3) between less than two years of 
supervisory work experience and all other groups were significant. The probability of the 
difference between less than two years and two to five years was p = .002, d = .49; between 
less than two years and more than five and to up to ten years, was p = .003, d = .46; and 
between less than two years and more than ten years was p < .001, d = .57.  
H1B: The descriptive statistics associated with recognize patterns across the four 
groups of supervisory work experience are reported in Table C-2.4. The lowest amount of 
supervisory work experience (less than two years) was associated with the smallest numerical 
mean level of recognize patterns (M = 99.80, SD = 11.80). The numerical means for two to 
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five years, more than five and to up to ten years, and more than ten years were M = 104.69, 
SD = 10.47; M =106.14, SD = 10.78; and M = 107.56, SD = 10.39, respectively (see table C-
2.4). The assumption of homogeneity was tested and satisfied based on Levene’s F test, F(3, 
379) = 1.130, p = .337. 
The ANOVA yielded a significant effect of F(3, 379) = 13.838, p < .001, 2 = .099 
(see Table C-2.5). Thus, H1B was accepted, supporting the conclusion that recognize patterns 
differed significantly across lengths of supervisory work experience. 9.9% of the variance in 
recognize patterns was accounted for by group membership. The Fisher LSD post-hoc tests 
(see Table C-2.6) between less than two years of supervisory work experience and all other 
groups were significant. The probability of the difference between less than two years and 
two to five years was p = .008, d = .44; between less than two years and more than five and 
to up to ten years was p < .001, d = .56; and between less than two years and more than ten 
years was p < .001, d = .65.  
H1C: The descriptive statistics associated with apply consequential thinking across the 
four groups of supervisory work experience are reported in Table C-2.7. The lowest amount 
of supervisory work experience (less than two years) was associated with the smallest 
numerical mean level of apply consequential thinking (M = 102.98, SD = 13.44). The 
numerical means for two to five years, more than five and to up to ten years, and more than 
ten years were M =104.05, SD = 13.29; M= 105.97, SD = 13.15; and M = 104.84, SD = 
13.54, respectively (see Table C-2.7). The assumption of homogeneity was tested and 
satisfied based on Levene’s F test, F(3, 379) = .335, p = .800. 
However, the ANOVA did not yield a significant effect of F(3, 379) = .701, p = .552, 
2 = .006 (see Table C-2.8). Thus, this research fails to reject the null hypothesis in support 
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of H1c, no difference was detected in apply consequential thinking across lengths of 
supervisory work experience.  
H1D: The descriptive statistics associated with navigate emotions across the four 
groups of supervisory work experience are reported in Table C-2.9. The lowest amount of 
supervisory work experience (less than two years) was associated with the smallest numerical 
mean level of navigate emotions (M = 96.09, SD = 13.59). The numerical means for two to 
five years, more than five and to up to ten years, and more than ten years were M =100.44, 
SD =14.51; M =102.64, SD =14.72; and M =101.93, SD = 14.39, respectively (see Table C-
2.9). The assumption of homogeneity was tested and satisfied based on Levene’s F test, F(3, 
379) = .159, p = .924. 
The ANOVA yielded a significant effect of F(3, 379) = 5.965, p  = .001, 2 = .045 
(see Table C-2.10). Thus, H1D was accepted, supporting the conclusion that the levels of 
navigate emotions differ across lengths of supervisory work experience. 4.5% of the variance 
in navigate emotions was accounted for by group membership. The Fisher LSD post-hoc 
tests (see Table C-2.11) showed that the probability of differences between the group of less 
than two years of supervisory work experience and not all of the other groups were 
significant. The probability of the difference between the less than two years and two to five 
years was not significant at p = .073. The probability of the differences was significant 
between less than two years and more than five and to up to ten years was p < .005, d = .46, 
and between less than two years and more than ten years was p < .001, d = .57.  
H1E: The descriptive statistics associated with engage intrinsic motivation across the 
four groups of supervisory work experience are reported in Table C-2.12. The lowest amount 
of supervisory work experience (less than two years) was associated with the smallest 
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numerical mean level of engage intrinsic motivation (M = 103.05, SD = 13.49). The 
numerical means two to five years, more than five and to up to ten years, and more than ten 
years were M =104.13, SD = 13.01; M =106.39, SD = 10.83; and M =107.96, SD =10.36, 
respectively (see Table C-2.12). The assumption of homogeneity was violated based on 
Levene’s F test, F(3, 379) = 3.07, p = .028. The Welch’s test resulted in F(3, 157.45) = 
3.502, p = 0.017, and the Brown-Forsythe test showed F(3, 263.901) = 3.548, p = 0.015. 
The ANOVA yielded a significant effect F(3, 379) = 3.869, p  = .010, 2 = .030 (see 
table. 2.13). Thus, H1E was accepted, supporting the conclusion that the levels of engage 
intrinsic motivation differ across lengths of supervisory work experience. 3.0% of the 
variance in engage intrinsic motivation was accounted for by group membership. The 
Games-Howell post-hoc tests (see Table C-2.14) showed that the probability of differences 
between the group of less than two years, two to five years, and more than five and to up to 
ten years was not statistically significant at p = .963 and p = .327, respectively. However, the 
difference between less than two years and more than ten years at p = .024, d = .41 was 
statistically significant.  
H1F: The descriptive statistics associated with exercise optimism across the four 
groups of supervisory work experience are reported in Table C-2.15. The lowest amount of 
supervisory work experience (less than two years) was associated with the smallest numerical 
mean level of pursue noble goals (M = 104.86, SD = 10.37). The numerical means for two to 
five years, more than five and to up to ten years, and more than ten years were M = 106.10, 
SD = 12.40; M = 109.72, SD =9.63; and M = 111.85, SD = 8.93, respectively (see Table C-
2.18).  The assumption of homogeneity was violated based on Levene’s F test, F(3, 379) = 
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10.636, p < .001. The Welch’s test resulted in F(3, 153.79) = 8.315, p < 0.001, and the 
Brown-Forsythe test showed F(3, 247.74) = 8.419, p < 0.001.  
The ANOVA yielded a significant effect F(3, 379) = 9.535, p  < .001, 2 = .070 (see 
table. 2.16). Thus, H1F was accepted, supporting the conclusion that 7.0% of the variance in 
exercise optimism was accounted for by group membership. The Games-Howell post-hoc 
tests (see Table C-2.17) showed that the probability of differences between the group of less 
than two years, two to five years, and more than five and to up to ten years was not 
statistically significant at p = .941 and p = .050, respectively. However, the difference 
between less than two years and more than ten years at p < .001 d = .61 was statistically 
significant.  
H1G: The descriptive statistics associated with increase empathy across the four 
groups of supervisory work experience are reported in Table C-2.18.  The lowest amount of 
supervisory work experience (less than two years) was associated with the smallest numerical 
mean level of increase empathy (M = 102.23, SD = 14.03). The numerical means two to five 
years, more than five and to up to ten years and more than ten years were M = 103.66, SD = 
15.01; M = 103.31, SD = 13.27; and M = 104.86, SD = 13.21, respectively (see Table C-
2.18). The assumption of homogeneity was tested and satisfied based on Levene’s F test, 
F(3, 379) = .933, p = .425. 
The ANOVA did not yield a significant effect of F(3, 379) = .709, p = .547 (see 
Table C-2.19). Thus, this research fails to reject the null hypothesis in support of H1G, no 
difference was detected in increase empathy across lengths of supervisory work experience.  
H1H: The descriptive statistics associated with pursue noble goals across the four 
groups of supervisory work experience are reported in Table C-2.20 The lowest amount of 
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supervisory work experience (less than two years) was associated with the smallest numerical 
mean level of pursue noble goals (M = 98.36, SD = 13.85). The numerical means for two to 
five years, more than five and to up to ten years, and more than ten years were M = 103.00, 
SD =12.31; M = 104.76, SD = 12.00; and M = 107.25, SD = 11.54, respectively (see Table C-
2.20). The assumption of homogeneity was tested and satisfied based on Levene’s F test, 
F(3, 379) = 2.465, p = .062. 
The ANOVA yielded a significant effect of F(3, 379) = 9.718, p < .001, 2 = .071 
(see Table C-2.21). Thus, H1H was accepted, supporting the conclusion that pursue noble 
goals differs significantly across lengths of supervisory work experience. 7.1% of the 
variance in pursue noble goals was accounted for by group membership. The Fisher LSD 
post-hoc tests (see Table C-2.22) showed that the difference between the group of less than 
two years of supervisory work experience and all other groups was statistically significant. 
The probability of the difference between less than two years and two to five years was p = 
.026, d = .35, between less than two years and more than five and to up to ten years was p = 
.001, d = .49, and between less than two years and more than ten years was p < .001, d = .72.  
Success Factors across Lengths of Supervisory Experience 
Research Question 2: How do levels of success factors differ across lengths of supervisory 
work experience of less than two years, two to five years, more than five and to up to ten 
years, and more than ten years? 
 
To test H2A through H2E that the length of supervisory work experience (under two 
years, two to five years, more than five and to up to ten years and over ten years) affected the 
levels of four success factors and their composite factor, overall performance, five one-way 
between-group ANOVAs were performed. Assumption tests of normality and homogeneity 
as well as post hoc tests were implemented similarly to H1A through H1H. Overall 
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performance, effectiveness, and relationships showed significant differences across the 
lengths of supervisory work experience. However, no statistically significant differences 
appeared between the lengths of supervisory work experience for wellbeing and quality of 
life. 
H2A: The descriptive statistics associated with overall performance across the four 
groups of supervisory work experience are reported in Table C-3.1. The lowest amount of 
supervisory work experience (less than two years) was associated with the smallest numerical 
mean level of overall performance (M = 100.88, SD = 9.28). The numerical means for two to 
five years, more than five and to up to ten years, and more than ten years were M = 102.31, 
SD = 9.26; M = 105.27, SD = 8.20, and M = 105.65, SD = 7.91 (see Table C-3.1). The 
assumption of homogeneity was tested and satisfied based on Levene’s F test, F(3, 379) = 
15.64, p = .198. 
The ANOVA yielded a significant effect of F(3, 379) = 7.089, p < .001, 2 = .053 
(see Table C-3.2). Thus, H2A was accepted, supporting the conclusion that overall 
performance differs significantly across lengths of supervisory work experience. 5.3% of the 
variance in overall performance was accounted for by group membership. The Fisher LSD 
post-hoc tests (see Table C-3.3) showed that the difference between less than two years and 
two to five years of supervisory work experience was not statistically significant, p = .320. 
The probability of the difference between less than two years and more than five and to up to 
ten years was p = .001, d = .50, and between less than two years and more than ten years was 
p < .001, d = .55.  
H2B: The descriptive statistics associated with effectiveness across the four groups of 
supervisory work experience are reported in Table C-3.4. The lowest amount of supervisory 
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work experience (less than two years) was associated with the smallest numerical mean level 
of effectiveness (M = 105.03, SD = 10.99). The numerical means for two to five years, more 
than five and to up to ten years, and more than ten years were M = 109.06, SD = 9.75; M = 
110.35, SD = 8.00; and M = 112.22, SD = 7.64, respectively (see Table C-3.4). The 
assumption of homogeneity was violated based on Levene’s F test, F(3, 379) = 6.575, p < 
.001. The Welch’s test resulted in F(3, 156.123) = 9.814, p < 0.001, and the Brown-Forsythe 
test showed F(3, 256.920) = 11.005, p < 0.001. The independent between-groups ANOVA 
yielded a significant effect F(3, 379) = 12,157, p  < .001, 2 = .088 (see Table C-3.5). Thus, 
H2B was accepted, supporting the conclusion that 8.8% of the variance in exercise optimism 
was accounted for by group membership. 
The Games-Howell post-hoc tests (see Table C-3.6) showed that the difference 
between the group of less than two years and two to five years of supervisory work 
experience was statistically insignificant at p = .099. The difference between less than two 
years and more than five and to up to ten years was statistically significant at p = .004, d = 
.55, and the difference between less than two years and more than ten years was statistically 
significant at p < .001, d = .76.  
H2C: The descriptive statistics associated with relationships across the four groups of 
supervisory work experience are reported in Table C-3.7. The lowest amount of supervisory 
work experience (less than two years) was associated with the smallest numerical mean level 
of relationships (M = 100.13, SD = 11.86). The numerical means for two to five years, more 
than five and to up to ten years, and more than ten years were M =101.87, SD = 11.81; M = 
106.36, SD = 9.26; and M = 106.28, SD = 9.64, respectively (see Table C-3.7). The 
assumption of homogeneity was violated based on Levene’s F test, F(3, 379) = 5.712, p < 
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.001. The Welch’s test resulted in F(3, 159.748) = 7.375, p < 0.001, and the Brown-Forsythe 
test showed F(3, 264.270) = 7.813, p < 0.001. The ANOVA yielded a significant effect F(3, 
379) = 8.359, p  < .001, 2 = .062 (see Table C-3.8). Thus, H2C was accepted, supporting the 
conclusion that 6.2% of the variance in exercise optimism was accounted for by group 
membership. 
The Games-Howell post-hoc tests (see Table C-3.9) showed that the difference 
between less than two years and two to five years of supervisory work experience was 
statistically insignificant at p = .819. The difference between less than two years and five to 
ten years was statistically significant at p = .002, d = .59, and the difference between less 
than two years and more than ten years was statistically significant at p = .001, d = .57. Thus, 
H2C was accepted, supporting the conclusion that relationships differ significantly across 
lengths of supervisory work experience.  
H2D: The descriptive statistics associated with wellbeing across the four groups of 
supervisory work experience are reported in Table C-3.10. Contrary to the other variables in 
this study, it can be seen that the lowest amount of supervisory work experience (less than 
two years) was not associated with the smallest numerical mean level of wellbeing (M = 
96.00, SD = 12.35). The numerical means for two to five years, more than five and to up to 
ten years, and more than ten years were M = 95.03, SD =12.19; M = 95.84, SD = 11.70; and 
M = 99.16, SD= 12.02, respectively (see Table C-3.10). The assumption of homogeneity was 
tested and satisfied based on Levene’s F test, F(3, 379) = .276, p = .843. 
The ANOVA did not yield a significant effect, F(3, 379) = 2.476, p = .061, 2 = .019 
(see Table C-3.11). Thus, this research fails to reject the null hypothesis in support of H2D, 
no difference was detected in wellbeing across lengths of supervisory work experience. 
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H2E: The descriptive statistics associated with quality of life across the four groups of 
supervisory work experience are reported in Table C-3.12. It can be seen that the lowest 
amount of supervisory work experience (less than two years) was associated with the 
smallest numerical mean level of quality of life (M = 102.44, SD = 11.78). The numerical 
means for two to five years, more than five and to up to ten years, and more than ten years 
were M = 103.39, SD = 11.98; M = 105.19, SD = 10.10; and M = 105.07, SD = 11.47, 
respectively (see Table C-3.12). The assumption of homogeneity was tested and satisfied 
based on Levene’s F test, F(3, 379) = .836, p = .475. 
The independent between-groups ANOVA did not yield a significant effect, F(3, 379) 
= 1.255, p = .290, 2 = .010 (see Table C-3.13). Thus, this research fails to reject the null 
hypothesis in support of H2E, no difference was detected in quality of life across lengths of 
supervisory work experience. 
EI Competencies and Self-assessed Success among Participants with Less than 
Two Years of Supervisory Experience 
Research Question 3. Which EI competencies explain the self-assessed success factors of 
hotel staff with less than two years of supervisory work experience? 
 
To test H3A through H3E, five multiple regressions were performed to predict the 
influence of eight EI competencies (enhance emotional literacy, recognize patterns, apply 
consequential thinking, navigate emotions, engage intrinsic motivation, exercise optimism, 
increase empathy, and pursue noble goals) of the luxury hotel staff with less than two years 
of supervisory work experience on the five success factors of overall performance, 
effectiveness, relationships, wellbeing, and quality of life. Preliminary analyses were 
performed on each of the multiple regressions to ensure there was no violation of the 
assumption of normality, linearity, multicollinearity, and homoscedasticity. Each of the 
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regressions revealed that only one independent variable, engage intrinsic motivation had a 
statistically positive linear relationship with the five dependent variables. After entry of all 
eight EI competencies in Step 1, seven independent variables were excluded from the model 
due to statistically insignificant contributions (see Tables C-4.1, C-4.4, C-4.7, C-4.10, and C-
4.13).  
H3A: The regression equation was determined (F(1, 78) = 87.539, p < .001; see Table 
C-4.2) with an R2 of .529. Participants’ predicted overall performance was equal to a score of 
49.288 + .501 engage intrinsic motivation (see Table C-4.3). Thus, this research fails to reject the null 
hypothesis in support of H3A, as pursue noble goals, engage intrinsic motivation, and 
enhance emotional literacy do not contribute most parsimoniously to overall performance of 
hotel staff with less than two years of supervisory work experience. However, the analysis 
showed that there was a significant linear relationship between engage intrinsic motivation 
alone and overall performance amongst the same group. 
H3B: The regression equation was determined (F(1, 78) = 61.482, p < .001; see Table 
C-4.5) with an R2 of .44. Participants’ predicted effectiveness was equal to a score of 49.276 
+ .541 engage intrinsic motivation (see Table C-4.6). Thus, this research fails to reject the null 
hypothesis in support of H3B, as pursue noble goals, engage intrinsic motivation, and 
enhance emotional literacy do not contribute most parsimoniously to effectiveness of hotel 
staff with less than two years of supervisory work experience. However, the analysis showed 
that there was a significant linear relationship between engage intrinsic motivation and 
effectiveness within the same group.  
H3C: The regression equation was determined (F(1, 78) = 33.238, p < .001; see Table 
C-4.8) with an R2 of .299. Participants’ predicted relationships was equal to a score of 50.590 
 66 
+ .481engage intrinsic motivation (see Table C-4.9). Thus, this research fails to reject the null 
hypothesis in support of H3C, as pursue noble goals, engage intrinsic motivation, and 
enhance emotional literacy do not contribute most parsimoniously to relationships of hotel 
staff with less than two years of supervisory work experience. However, the analysis showed 
that there was a significant linear relationship between engage intrinsic motivation and 
relationships within the same group. 
H3D: The regression equation was determined (F(1, 78) = 15.613, p < .001; see Table 
C-4.11) with an R2 of .167. Participants’ predicted wellbeing was equal to a score of 57.456 + 
.374 engage intrinsic motivation (see Table C-4.12). Thus, this research fails to reject the null 
hypothesis in support of H3D, as pursue noble goals, engage intrinsic motivation, and 
enhance emotional literacy do not contribute most parsimoniously to wellbeing of hotel staff 
with less than two years of supervisory work experience. However, the analysis showed that 
there was a small, significant linear relationship between engage intrinsic motivation and 
wellbeing within the same group. 
H3E: The regression equation was determined (F(1, 78) = 75.003, p < .001; see Table 
C-4.14) with an R2 of .490. Participants’ predicted quality of life was equal to a score of 
39.434 + .611 engage intrinsic motivation (see Table C-4.15). Thus, this research fails to reject the 
null hypothesis in support of H3E, as pursue noble goals, engage intrinsic motivation, and 
enhance emotional literacy do not contribute most parsimoniously to quality of life of hotel 
staff with less than two years of supervisory work experience. However, the analysis showed 
that there was a significant linear relationship between engage intrinsic motivation and 
quality of life within the same group. 
 67 
EI Competencies and Self-assessed Success across Lengths of Supervisory Work 
Experience 
RQ 4. How do EI competencies that explain self-assessed success factors vary 
across lengths of supervisory work experience? 
 
To test H4, multiple regressions were performed to predict the influence of eight EI 
competencies (enhance emotional literacy, recognize patterns, apply consequential thinking, 
navigate emotions, engage intrinsic motivation, exercise optimism, increase empathy, and 
pursue noble goals) of the participants with two to five years, more than five and up to ten 
years, and more than ten years of supervisory work experience on the five success factors of 
overall performance, effectiveness, relationships, wellbeing, and quality of life. To find the 
most parsimonious models, after entry of all eight EI competencies in Step1, those 
independent variables that did not add statistically significant contributions were excluded. 
Preliminary analyses were performed on each of the multiple regressions to ensure there was 
no violation of the assumptions of normality, linearity, multicollinearity, and 
homoscedasticity. After reviewing the results, the five multiple regressions were compared 
with the outcomes from H3. 
Multiple regressions for 2 to 5 years of supervisory work experience. 
Overall performance. Six independent variables were excluded (see Table C-5.1). 
The regression equation was determined (F(1, 58) = 4.502, p = .038; see Table C-5.2) with 
an R2 of .464. Participants’ predicted overall performance was equal to a score of 39.688 + 
.237pursue noble goals + .192increase empathy+ .176engage intrinsic motivation (see Table C-5.3). Pursue noble 
goals, increase empathy, and engage intrinsic motivation significantly predicted overall 
performance for those with two to less than five years of supervisory work experience. 
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Effectiveness. Five independent variables were excluded from the model due to 
statistically nonsignificant contributions (see Table C-5.4). The regression equation was 
determined (F(1, 59) = 5.478, p = .023; see Table C-5.5) with an R2 of .349. Participants’ 
predicted effectiveness was equal to a score of 54.270 + .364 engage intrinsic motivation + .163increase 
empathy (see Table C-5.6). Engage intrinsic motivation and increase empathy significantly 
predicted effectiveness for those with two to five years of supervisory work experience. 
Relationships. Seven independent variables were excluded from the model due to 
statistically nonsignificant contributions (see Table C-5.7). The regression equation was 
determined (F(1, 60) = 16.590, p < .001; see Table C-5.8) with an R2 of .217. Participants’ 
predicted relationships was equal to a score of 55.915 + .446pursue noble goals (see Table C-5.9). 
Pursue noble goals significantly predicted relationships for those with two to less than five 
years of supervisory work experience. 
Wellbeing. Six independent variables were excluded from the model due to 
statistically nonsignificant contributions (see Table C-5.10). The regression equation was 
determined (F(1, 59) = 6.002, p  = .017; see Table C-11) with an R2 of .312. Participants’ 
predicted wellbeing was equal to a score of 34.525 + .293 increase empathy + .292pursue noble goals 
(see Table C-12). Increase empathy and pursue noble goals significantly predicted wellbeing 
for those two to less than five years of supervisory work experience. 
Quality of life. Six independent variables were excluded from the model due to 
statistically nonsignificant contributions (see Table C-5.13). The regression equation was 
determined (F(1, 59) = 8.310, p  = .005; see Table C-5.14) with an R2 of .294. Participants’ 
predicted quality of life was equal to a score of 41.260 + .338 pursue noble goals + .272navigate emotions 
 69 
(see Table C-5.15). Pursue noble goals and navigate emotions significantly predicted quality 
of life for those with two to less than five years of supervisory work experience. 
Multiple regressions for more than five and up to ten years of supervisory work 
experience. 
Overall performance. Five independent variables were excluded from the model due 
to statistically insignificant contributions (see Table C-5.16). The regression equation was 
determined (F(1, 70) = 8.406, p = .005; see Table C-5.17) with an R2 of .481. Participants’ 
predicted overall performance was equal to a score of 30.840 + .158pursue noble goals + .152increase 
empathy+ .218enhance emotional literacy (see Table C-5.18). Pursue noble goals, increase empathy, and 
enhance emotional literacy significantly predicted overall performance for those with more 
than five and up to ten years of supervisory work experience. 
Effectiveness. Six independent variables were excluded from the model due to 
statistically insignificant contributions (see Table C-5.19). The regression equation was 
determined (F(1, 71) = 11.070, p = .001; see Table C-5.20) with an R2 of .397. Participants’ 
predicted relationships was equal to a score of 45.174 + .383exercise optimism + .218enhance emotional 
literacy (see Table C-5.21). Exercise optimism and enhance emotional literacy significantly 
predicted effectiveness for those with more than five and up to ten years of supervisory work 
experience. 
Relationships. Six independent variables were excluded from the model due to 
statistically insignificant contributions (see Table C-5.22). The regression equation was 
determined (F(1, 71) = 9.142, p = .003; see Table C-5.23) with an R2 of .290. Participants’ 
predicted relationships was equal to a score of 44.572 + .339engage intrinsic motivation + .242enhance 
emotional literacy. (see Table C-5.24). Intrinsic motivation and enhance emotional literacy 
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predicted relationships for those with more than five and up to ten years of supervisory work 
experience. 
Wellbeing. Six independent variables were excluded from the model due to 
statistically insignificant contributions (see Table C-5.25). The regression equation was 
determined (F(1, 70) = 4.484, p = .038; see Table C-5.26) with an R2 of .290. Participants’ 
predicted wellbeing was equal to a score of 25.930 + .235enhance emotional literacy + .230increase 
empathy + 228pursue noble goals (see Table C-5.27). Enhance emotional literacy, increase empathy, 
and pursue noble goals significantly predicted wellbeing for those with more than five and up 
to ten years of supervisory work experience. 
Quality of life. Five independent variables were excluded from the model due to 
statistically insignificant contributions (see Table C-5.28). The regression equation was 
determined (F(1, 70) = 6.015, p = .017; see Table C-5.29) with an R2 of .412. Participants’ 
predicted quality of life was equal to a score of 26.286 + .210 pursue noble goals + .279enhance 
emotional literacy + .256engage intrinsic motivation (see Table C-5.30). Pursue noble goals, enhance 
emotional literacy, and engage intrinsic motivation significantly predicted quality of life for 
those with more than five and up to ten years of supervisory work experience. 
Multiple regressions for more than 10 years of supervisory work experience. 
Overall performance. Five independent variables were excluded from the model due 
to statistically insignificant contributions (see Table C-5.31). The regression equation was 
determined (F(1, 163) = 11.916, p < .001; see Table C-5.32) with an R2 of .365. Participants’ 
predicted overall performance was equal to a score of 51.388 + .181 engage intrinsic motivation + 
.151navigate emotions + .177pursue noble goals (see Table C-5.33). Engage intrinsic motivation, 
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navigate emotions, and pursue noble goals significantly predicted overall performance for 
those with more than ten years of supervisory work experience.  
Effectiveness. Six independent variables were excluded from the model due to 
statistically insignificant contributions (see Table C-5.34). The regression equation was 
determined (F(1, 164) = 16.977, p < .001; see Table C-5.35) with an R2 of .359. Participants’ 
predicted effectiveness was equal to a score of 51.765 + .360 exercise optimism + .188pursue noble goals 
(see Table C-5.36). Exercise optimism and pursue noble goals predicted effectiveness for 
those with more than ten years of supervisory work experience. 
Relationships. Six independent variables were excluded from the model due to 
statistically insignificant contributions (see Table C-5.37). The regression equation was 
determined (F(1, 164) = 6.794, p =.010; see Table C-5.38) with an R2 of .208. Participants’ 
predicted relationships was equal to a score of 64.433 + .236navigate emotions + .161exercise optimism 
(see Table C-5.39). Navigate emotions and exercise optimism predicted relationships for 
those with more than ten years of supervisory work experience. 
Wellbeing. Six independent variables were excluded from the model due to 
statistically insignificant contributions (see Table C-5.40). The regression equation was 
determined (F(1, 164) = 7.817, p =.006; see Table C-5.41) with an R2 of .198. Participants’ 
wellbeing of life was equal to a score of 32.420 + .449engage intrinsic motivation + .174apply consequential 
thinking (see Table C-5.42).  Engage intrinsic motivation and apply consequential thinking 
predicted wellbeing for those with more than ten years of supervisory work experience. 
Quality of life. Five independent variables were excluded from the model due to 
statistically insignificant contributions (see Table C-5.43). The regression equation was 
determined (F(1, 163) = 4.176, p =.043; see Table C-5.44) with an R2 of .341. Participants’ 
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quality of life of life was equal to a score of 30.281 + .314pursue noble goals + .211navigate emotions + 
.178engage intrinsic motivation (see Table C-5.45). Pursue noble goals, navigate emotions, and 
engage intrinsic motivation predicted quality of life for those with more than ten years of 
supervisory work experience. 
H4 was accepted, supporting the conclusion that among the levels of more than two 
years of supervisory work experience, other EI competencies affected the success factors 
than those which affected the success factors during earlier years of supervisory work. Table 
C-5.46 displays an overview of the multiple regression analyses from H4 in comparison with 
the analyses from H3. 
Effect of Moderators among Participants with Less than Two Years of Supervisory 
Experience 
Research Question 5: How do the moderators of the supervisory employment position, 
gender, hotel brand, and hotel location explain the difference in the effect of EI 
competencies on the success factors for those with less than two years of supervisory work 
experience? 
 
To test the alternative hypotheses H5A to H5D concerning whether moderators affect 
the relationship between EI competencies and success factors hierarchical regressions were 
applied. One independent variable, engage intrinsic motivation (EIM) and the composite 
dependent variable, overall performance (OP) were entered in four separate tests with 
moderators. The decision for including a single independent and the dependent variable of 
OP came from H3 which concluded that for the group with less than two years of supervisory 
work experience, only EIM had a significant effect on all four success factors. The effect of 
EIM on the composite success factor of OP was R2 = .529, F (1, 78) = 87.54, p < .001. The 
four moderators that were entered in four separate hypotheses were gender (female and 
male), position (supervisor, manager, and director) location (resort and city), and brand 
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(brand A, brand B, and brand C). The hierarchical multiple regression analyses were applied 
for the group with less than two years of supervisory work experience (n = 80). To avoid 
potentially multicollinearity with the interaction term, the independent variable EIM was 
centered, and interaction terms between EIM and OP were created (Aiken, West, & Reno, 
1991).  
H5A: Supervisory employment position moderates the effect of EI competencies 
on the success factors. Only one participant with less two years of supervisory work 
experience held the position of director. Therefore, the moderation analysis included only the 
categories of supervisor and manager. Creating and adding the interaction terms Manager × 
EIM to the regression model resulted in ∆R2 .004, F(1,75) =.68, p = .413 (see Table C-6.1). 
The independent variables Manager × EIM did not affect the OP variation with p = .413 (see 
Table C-6.2). Thus, this research fails to reject the null hypothesis in support of H5A, 
indicating no significant moderating effect of supervisory employment position was detected 
on the effect of EIM on OP. 
H5B: Gender moderates the effect of EI competencies on the success factors. 
Creating and adding the interaction term Male × EIM to the regression model resulted in ∆R2 
.000, F(1,77) = .08,  p = .780 (see Table C-6.3). The independent variables Male × EIM did 
not affect the OP variation with p = .780 (see Table C-6.4). Thus, this research fails to reject 
the null hypothesis in support of H5A, indicating no significant moderating effect of gender 
was detected on the effect of EIM on OP. 
H5C: The hotel brand moderates the effect of EI competencies on the success 
factors. Only one participant with less two years of supervisory experience held a position at 
Brand C. Therefore, the moderation analysis included only the categories of Brand A and 
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Brand B. Creating and adding the interaction terms Brand A × EIM to the regression model 
resulted in  ∆R2 .008, F(1,75), = 1.305,  p = .257 (see Table C-6.5). The independent variable 
Brand A × EIM did not affect the OP variation with p = .257 (see Table C-6.6). Thus, this 
research fails to reject the null hypothesis in support of H5A, indicating no significant 
moderating effect of hotel brand was detected on the effect of EIM on OP. 
H5D: The hotel location moderates the effect of EI competencies on the success 
factors. Creating and adding the interaction term City × EIM to the regression model 
resulted in  ∆R2 .005, F(1,77) = .830,  p = .365 (see Table C-6.7). The independent variables 
City × EIM did not affect the OP variation with p = .365 (see Table C-6.8). Thus, this 
research fails to reject the null hypothesis in support of H5A, indicating no significant 
moderating effect of hotel location was detected on the effect of EIM on OP. 
Testing H5a through H5d revealed no significant effects of the additive demographics 
(see Table C-6.9). The following results were: Managers t = .784, p = .436, Male t = .657, p 
= .513, Group B t = .035, p =.972, and City t = 1.295, p = .199.  
Findings 
The purpose of this survey study was to identify and compare the EI competencies 
that influence self-assessed success during earlier versus later career stages at luxury hotels. 
The research question as to whether levels of EI competencies differ across lengths of 
supervisory work experience was answered by the means of the hypothesis tests in H1A 
through H1H. Although not all EI competencies showed statistically significant differences 
between lengths of supervisory work experience, in all EI competencies the staff with less 
than two years of experience had the lowest numerical means. Those with the most 
experience had the highest numerical means. This observation indicates that the length of 
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supervisory work experience in luxury hotels affects individuals’ EI. It can also be posited 
that the levels of EI competencies of individuals with more than two years of supervisory 
work experience in luxury hotels exceed the levels of EI competencies that are in the SEI’s 
norm group, representing a more general population. 
The research question as to whether levels of success factors differ across lengths of 
supervisory work experience was also answered by the means of hypothesis tests (H2A 
through H2E). Contrary to the EI competencies, it was observed that not all success factors of 
the staff with less than two years of experience had the lowest numerical means. Self-
assessed wellbeing and quality of life did not differ significantly across the length of 
supervisory work experience. Furthermore, this study showed that the participants scored 
lower on the levels of wellbeing than the SEI’s norm group.  
This study also revealed that for those with less than two years of supervisory work 
experience, only the EI competency of intrinsic motivation contributed significantly to all 
four success factors and their composite factor of overall performance (H3A through H3E).  
In all lengths of supervisory work experience EI competencies contributed 
significantly to the success factors. However, after two years of supervisory work, EI 
competencies that explain self-assessed success factors varied from the intrinsic motivation 
that explained the success factors during earlier years (H4).  
The variables employment position, gender, hotel brand, and hotel location did not 
significantly moderate the outcomes from H3 (H5).  
Summary 
The demographic variable of length of supervisory experience influenced EI 
competencies and their effect on three success factors. The EI competency of intrinsic 
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motivation predicted subjective career success levels during early career stages. Different EI 
competencies affected success during four career stages. Demographic variables such as 
employment position, gender, hotel brand, and location of employment did not moderate the 
relationship of intrinsic motivation with subjective career success for those participants with 
less than two years of supervisory work experience. A summary of the research as well as 
implications for a practice and recommendations for further study will be presented in 
Chapter 5. 
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CHAPTER 5.  DISCUSSION AND CONCLUSION  
The problem statement and research objectives are addressed in this chapter. A 
summary of the study includes the findings and interpretation of the results. A discussion 
follows which relates the findings to current literature. The chapter concludes with 
limitations and implications of the study, followed by recommendations for future research. 
Summary 
The combination of global growth in travel and hospitality with high employee 
turnover plagues hotel companies (Cho et al., 2006). The loss of talent includes graduates 
from hospitality schools who begin their careers in supervisory positions, and who have the 
potential of developing into managers and industry leaders (Richardson, 2008). Thus, 
hospitality school educators need to find ways to prepare students for the transition from the 
classroom to the workplace, and hospitality companies look for methods that minimize the 
loss of employees during their early career stages.  
The review of literature in this study included the concept of subject career success 
(SCS) and its effect on employees’ intent to stay with their employers. This study has defined 
SCS as a self-assessed level of success. SCS was measured by the success factors as 
dependent variables of effectiveness, relationships, wellbeing, quality of life, and the 
composite variable of overall performance. The success factors were regressed on the 
emotional intelligence (EI) competencies of enhance emotional literacy, recognize patterns, 
apply consequential thinking, navigate emotions, engage intrinsic motivation, exercise 
optimism, increase empathy, and pursue noble goals. EI relates to SCS (Ng & Feldman, 
2014), followership skills (Martin, 2015), leadership styles (Bass & Riggio, 2006; Goleman, 
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2000; Parris & Peachey, 2013), and the ability to cope with emotional labor (Joseph & 
Newman, 2010).  
The purpose of this study was to identify and compare the EI competencies that 
influence SCS during earlier versus later career stages and across groups of employment 
positions at luxury hotels. The job positions of supervisor, manager, and director were 
originally assumed to involve increasingly longer experience. Although this assumption may 
be appropriate in other industries, less than half of the participants in this study fit into the 
job categories according to the length of experience. The researcher defined participants in 
early career stages as those with less than two years of supervisory work experience. Only 
47% of the participating supervisors fell into this category (Table 5.1). Thus, the categories 
of lengths of supervisory work experience for an ordinal variable were recorded as less than 
two years, two to five years, more than five to ten years, and more than ten years (Table 5.2). 
Table 5.1. Descriptives for supervisors by Years of 
 Experience (N = 142) 
  
Experience Levels Frequency 
Less than 2 Years   67 
2 to Less than 5 Years   35 
5 to 10 Years   19 
More than 10 years   21 
Total 142 
 
Table 5.2. Descriptives for supervisors, managers, and 
 directors by Years of Experience (N = 383) 
 
Experience Level Frequency 
Less than 2 Years   80 
2 to Less than 5 Years   62 
5 to 10 Years   74 
More than 10 years 167 
Total 383 
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The surveys were conducted at seven luxury hotels within the USA and the Caribbean 
Islands. The researcher applied the SEI-AV tool, which was developed by the Six Seconds 
organization and for which validity had previously been demonstrated among a general 
population of adults across industries (SEI Technical Manual, 2015). Founded in 1997, Six 
Seconds is the world’s largest organization that is 100% dedicated to the development of 
emotional intelligence. 
The first two research questions were:  
1. How do levels of EI competencies differ across lengths of supervisory work experience 
of less than two years, two to five years, more than five and up to ten years, and more than 
ten years?  
2. How do levels of success factors differ across lengths of supervisory work experience of 
less than two years, two to five years, more than five and up to ten years, and more than 
ten years? 
 
RQ 1 and RQ 2 were answered by using one-way, between-subjects ANOVAs. The 
hypothesis tests indicated that the length of supervisory work experience had a significant 
effect on the levels of the participants’ EI competencies. Results of testing the hypotheses 
verified the claim that individuals’ EI can increase over time (Bar-On, 2006; Goleman, 1995; 
Goleman, 2001; Schutte et al., 2013).  
Implementing the SEI tool, Fiedeldey-Van Dijk and Freedman (2007) previously 
investigated the differences of EI competencies across job categories but the dissertation 
researcher found no literature on the differences of the SEI success factors. In this 
dissertation study, the researcher conducted ANOVA analyses on the levels of the 
participants’ success factors. The results showed significant differences between lengths of 
supervisory work experience for the success factors of effectiveness and relationships.  
The dissertation author assumed that income levels increased commensurate with the 
length of supervisory work experience. With this in mind, accepting H2C – regarding levels 
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of success in relationships differing across lengths of supervisory work experience – 
contradicts Cummins (2000) who posited that wealth does not affect people’s ability to build 
relationships. In this dissertation study, the factors of quality of life and wellbeing did not 
significantly differ between the groups of supervisory work experience. The results are in 
line with Campbell, Converse, and Rogers (1976) who stated in their seminal work that 
personal income had little influence over quality of life and subjective wellbeing. Although 
numerous researchers have agreed with the authors’ conclusion, Cummins (2000) provided 
empirical evidence that wealthy individuals’ subjective level of wellbeing is significantly 
higher than that of poor people. This dissertation study does not support such evidence. 
The third research question was: 
3. Which EI competencies explain the self-assessed success factors of the hotel staff with 
less than two years of supervisory work experience? 
 
RQ 3 was explored by means of multiple linear regressions. Analysis of the data 
revealed that during the early years of supervisory work, engage intrinsic motivation was the 
only EI competency with statistically significant effects for all four success factors and the 
composite factor of overall performance. This outcome varies from a previous study that the 
dissertation researcher conducted amongst post-graduate students at the Swiss Hotel 
Management School. In that study, pursue noble goals, enhance emotional literacy, and 
exercise optimism contributed significantly to overall performance. For the general 
population, the Six Seconds Technical Manual (2015) indicated that exercise optimism, 
engage intrinsic motivation, pursue noble goals, and increase emotional literacy contribute to 
overall performance with R2 of .55.  
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The fourth research question was: 
4. How do EI competencies that explain self-assessed success factors vary across lengths of 
supervisory work experience?  
 
To answer this research question, multiple regressions were performed to explore the 
effect of EI competencies on the success factors for the three groups of participants that had 
more than two years of supervisory work experience. Creating parsimonious models, the 
analysis found that different EI competencies explained SCS during subsequent career stages. 
For example, while engage intrinsic motivation explained overall performance during the 
early careers, pursue noble goals had the most effect on overall performance for the 
experience levels of two to five and five to ten years (see Table 5.3). Notably, the models for 
the group with less than two years of supervisory work experience indicate that the engage 
intrinsic motivation competency had a larger effect on all success factors than the EI  
Table 5.3. Summary of multiple regression models: Success Factors on EI Competencies  
 by Supervisory Experience 
 
 < 2 Years 2-5 Years > 5-10 Years > 10 Years 
 IVs R2 IVs R2  IVs R2  IVs R2 
Overall Performance EIM 52.9 PNG 46.4 PNG 48.1 EIM 36.5 
   IE  IE  NA  
   EIM  EEL  PNG  
         
Effectiveness EIM 44.1 EIM 39.1 EO 39.7 EO 35.9 
   IE  EEL  PNG  
   NA      
         
Relationships EIM 35.2 PNG 21.7 EEL 29.0 EIM 20.8 
     IE  ACT  
     PNG    
         
Wellbeing EIM 35.2 IE 31.2 EEL 29.0 EIM 19.8 
   PNG  IE  ACT  
     PNG    
         
Quality of Life EIM 49.0 PNG 29.4 PNG 41.2 PNG 34.1 
   NA  EEL  NA  
     IEM  EIM  
Key:  EIM = Engage Intrinsic Motivation, IE = Increase Empathy, NA = Navigate Emotions, EEL =  
Enhance Emotional Literacy, PNG = Pursue Noble Goals, ACT = Apply Consequential Thinking, 
EO = Exercise Optimism 
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competencies for the groups with more supervisory work experience. This highlights the 
importance of EI education and training for hospitality school students and entry-level 
hospitality managers. 
The fifth research question was asked to determine the influence of moderating 
variables on the SCS: 
5. How do the moderators of the supervisory employment position, gender, hotel brand, 
and hotel location explain the difference in the effect of EI competencies on the success 
factor of overall performance for those with less than two years of supervisory work 
experience?  
 
None of the moderating demographic variables had statistically significant effects on 
the models that defined the relationships between engage intrinsic motivation and overall 
performance for the early career group. These relationships may then be generalizable to 
entry-level supervisory staff at luxury hotels across the U.S. market. The results confirm 
studies revealing that subjective quality of life and wellbeing do not differ by gender 
(Cummins, 2005). Petrides and Furnham (2006) found that early-career females face fewer 
family responsibilities and less gender-specific resistance than they will encounter towards 
the middle of their careers. Based on his personal experience in the hospitality industry, the 
dissertation researcher assumed that the environmental impact of working in a resort 
operation or at a city hotel, employment at differently branded hotels, and ranks of 
employment positions would significantly moderate the effect of EI competencies on overall 
performance. The results of this study indicate that the impact of engage intrinsic motivation 
on overall performance for entry-level supervisory staff is not affected by such factors.  
Discussion 
EI competencies contribute to self-assessed success with intrinsic motivation in 
particular having the greatest effect during early years. Vallerand (2012) has led several 
teams that have studied motivational processes over more than thirty years. These studies 
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revealed that motivational processes involved living a meaningful life resulting in intrinsic 
motivation. Intrinsic motivation leads to a behavior that is performed for itself in order to 
experience pleasure and satisfaction (Ryan & Deci, 2000). Conversely, behavior that is 
performed to receive awards or avoid punishment is based on extrinsic motivation. 
Individuals’ intrinsic motivation can decrease when rewards and punishment become the 
driving force. Intrinsic motivation may also decrease when an individual feels the loss of 
perceived autonomy but may increase when the individual’s perception of self-efficacy 
improves. Consistent positive feedback on performed tasks increases intrinsic motivation, 
while consistent negative feedback has the opposite effect. Whether feedback is negative or 
positive depends not on the giver’s intent but on the recipient’s perception (Vallerand, 
Fortier, & Guay, 1997). Leaders’ EI competencies enable them to understand followers’ 
emotions when they provide feedback, while followers with high EI are able to manage their 
own emotions when the feedback is negative and accept it as a learning experience.  
Types of Intrinsic Motivation 
Vallerand (2012) proposed three types of intrinsic motivation. Intrinsic motivation to 
know indicates that an individual derives pleasure from understanding, learning, and 
exploring new things. Intrinsic motivation to accomplish things implies that an individual 
engages in activities to derive pleasure from attempting to surpass oneself, accomplishing, 
and creating new things. Intrinsic motivation to experience stimulation activates when people 
engage in activities because of the stimulating experiences they associate with those 
activities. The bridge that early career professionals cross from their educational institutions 
to the workplace necessitates a change of focus from learning to accomplishing. Converting 
the intrinsic motivation from learning to accomplishing may contribute to the success of 
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entry level managers. Brown et al. (2015) found that hospitality graduates who stayed in the 
industry mentioned that the most desirable traits of their careers were working with people, 
serving, and finding excitement. Those traits and this study’s results point out the impact that 
intrinsic motivation to experience stimulation has on the desire of early hospitality career 
professionals to remain in the industry.  
Intrinsic Motivation and Passion 
The demand for long work hours is one of the most frequently mentioned reasons 
why hotel school graduates leave the industry (Brown et al., 2015). Those hospitality school 
graduates who do not leave the industry because of the long work hours have a passion for 
their chosen profession. When people are passionate about their goals, they spend much time 
and effort to attain them (Frijda, Mesquita, Sonnemans, & Van Goozen, 1991). Intrinsic 
motivation turns into passion and provides meaning and enjoyment in everyday life 
(Vallerand et al., 2003). Duckworth, Peterson, Matthews, and Kelly (2007) posited that 
perseverance and passion contribute significantly to individuals’ sustainable high 
performance in business, sports, and education. Extrinsic motivation does not have the same 
effect and may even negatively impact intrinsic motivation. This study revealed that extrinsic 
motivation such as position and income do not significantly change subjective success factors 
of quality of life and wellbeing during ongoing career stages.  
Limitations 
This study included participants from luxury hotels only. EI competencies may affect 
SCS differently when participants work at hotels in other segments or other hospitality-
related businesses. Furthermore, the original SEI tool had been validated across employment 
sectors. The lack of raw data creates a challenge for the validity of the EI competency latent 
 85 
traits. The SEI model includes the following three composite variables excluded from this 
study’s models: know yourself, choose yourself, and give yourself. Similar to the outcomes 
stated in the SEI Technical Manual (2015), the success factors were regressed on the EI 
competencies directly.  
Implications 
The findings of this study contribute to the current body of research that attempts to 
understand the impact of emotional intelligence on SCS, followership, leadership, and 
emotional labor. The focus on early career hotel industry professionals highlighted the 
significant effect of intrinsic motivation on the SCS of those who have decided to pursue 
careers at hotels. The findings of this study revealed that gender, locations, hotel brands, and 
employment positions do not moderate the effect of intrinsic motivation on SCS. Passion 
relates to intrinsic motivation; the right type of passion affects SCS, which in turn relates to 
the intentions to stay with employers. Hospitality school educators and the industry’s 
employers may benefit from addressing the types of passion in their training programs. By 
including the topics of EI, intrinsic motivation, followership, and emotional labor in their 
leadership programs, hospitality schools will prepare graduates for the difficult transition to 
the workplace.  
The findings provide an understanding of how different emotional intelligence 
competencies relate to the SCS of entry-level supervisors and managers. The researcher 
posits that hospitality companies’ onboarding and training programs should include different 
components than those that are designed for the more experienced supervisory staff. 
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Recommendations for Future Research 
This study identified the difference in levels of eight EI competencies of supervisory 
staff based on the lengths of supervisory work experience at luxury hotels and found them to 
be significant. Different levels of four success factors were also identified across the same 
groups. The two success factors of effectiveness and relationships were found to be 
significantly different, while the other two success factors, wellbeing and quality of life 
showed no statistically different outcomes. Future studies could provide the framework for 
testing and confirming the similarities or differences of EI competencies and success factors 
across groups of staff at other hotel industry segments. For example, supervisory staff at the 
midscale and economy segments may assess their EI competencies and success factors 
differently. When their hotels have a market orientation that is more focused on product and 
price versus the luxury hotels’ focus on service and experience, personal relationships may 
take on less importance for SCS.  
This study also identified the relationships between the EI competencies with the 
success factors across the same groups. During the early career stages, only the EI 
competency of intrinsic motivation had a significant effect on all four success factors. 
Intrinsic motivation and success factors had larger effect sizes during early careers than any 
of the EI competencies had with success factors during the later years. Vallerand (2012) 
identified three types of intrinsic motivation. Future research could investigate which type of 
intrinsic motivation has the largest effect on SCS. Additionally, participants’ SCS could be 
compared with objective success factors, such as performance evaluations and peer reviews. 
Leadership studies would benefit from understanding the differences of SCS and objective 
success factors of hotel staff.  
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This research captured information from supervisory staff of luxury hotels in the USA 
and Caribbean Islands during a healthy economic cycle. It may be insightful to capture 
multiple economic cycles as recessions may cause hotel staff to assess their success factors 
differently and EI competencies such as exercise optimism may have stronger effects. 
Furthermore, hospitality school educators may benefit from longitudinal studies on their 
graduates EI competencies and SCS by retesting the same individuals during their careers. 
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APPENDIX A.  SURVEY INSTRUMENT 
Six Seconds Emotional Intelligence Questionnaire 
 
In the following table you will find 77 statements describing states of mind, actions and reactions.  




Neither disagree, nor agree 
Partially agree 
I agree 
Think honestly about yourself in the last six months. How true is each of these statements about you?  
Thank you, Six Seconds’ Team  
1. I don't get scared 
2. If I wanted to, I could tell a friend how I usually react to stress 
3. I will succeed in my commitments 
4. I can’t say "no" to certain people 
5. I always do the right thing 
6. I try not to embarrass people in front of others 
7. Before I make a decision, I try to understand my emotions 
8. I'm not concerned even when my actions have negative effects on others 
9. My feelings help me know what's important 
10. I am conscious of my emotions even when they are not clear 
11. I set exciting goals for myself 
12. If I hit a major obstacle, I find a way around it 
13. I am impatient 
14. My will is strong enough to overcome any obstacle 
15. I'm clear about my life's purpose. 
16. I have a long-term vision for my life 
17. I have never done anything wrong in my life 
18. I am able to notice when I am just starting to get irritated 
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19. I am able to predict my reactions 
20. It’s hard for me to talk to people whose point of view is different from mine 
21. Sometimes I don't express an opinion even though I have a good idea 
22. No matter how strong my will, usually something stops me from reaching my goal 
23. When I commit to a goal, I know I will be successful 
24. When I want to achieve something, I can focus effectively 
25. I find it hard to pursue what I want 
26. Emotions give me insight to solve problems 
27. I can control my reactions when appropriate 
28. I can describe my own behavior accurately 
29. I am highly aware of my reactions 
30. I have never broken a rule 
31. I can read the feelings on someone's face 
32. I feel uncertain when I set my goals 
33. There is a logic to feelings 
34. Even if I would like to, I cannot fully express my disagreement 
35. My personal qualities help me reach my goals 
36. I turn obstacles to my advantage 
37. I find it difficult to listen 
38. Recognizing people's feelings helps me make good decisions 
39. I can identify the basic reasons of my fears 
40. I know what bothers me 
41. My sense of purpose helps me make the best decisions 
42. Often I don't speak up even if I feel I should 
43. I know what makes me joyful 
44. I am aware of what makes other people angry 
45. Often I find it difficult to accept my responsibilities 
46. After something happens to upset me, I know what I usually think and do 
47. It’s hard for me to easily face new situations 
48. I find it hard to control my aggressiveness 
49. Even when life is complex, my sense of purpose helps me know what's most  important. 
50. Changes make me anxious 
51. I can explain the way I usually react to anger 
52. I know why I act the way I do 
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53. I have powerful reasons that guide my decisions 
54. I am always happy 
55. I never feel sad 
56. I can explain the purpose of different feelings 
57. I have what it takes to reach my goals 
58. I start doing many things but I don’t complete them 
59. I have a strong network 
60. My choices are effective 
61. I feel isolated 
62. People come to me to get the job done 
63. I've effectively resolved challenges 
64. I have strong, enduring friendships 
65. I eat a balanced diet 
66. I am achieving what I've set out to accomplish 
67. I am in excellent health 
68. I spend my time on what I like best 
69. I inspire people 
70. I am often ill 
71. I feel good about life 
72. I regularly sleep well 
73. I am masterful in what I do 
74. I don't like the way I am living my life 
75. I've been making excellent choices 
76. I have many people that I can fully rely on 
77. Others follow my ideas 
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Additional Demographic Question 
 
 
Dear Ladies and Gentlemen, 
 
Thank you for completing the Leadership Questionnaire. I have one final question in regards 
to your Emotional Intelligence Assessment: How many years have you worked in a 
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APPENDIX C.  RESULTS TABLES 
 
C-1.  Frequency of Valid Responses 
 
Table C-1. Frequencies of valid responses 
  Frequency Valid Percent 
Experience level   
 Less than 2 Years   80      20.9 
 2 to Less than 5 Years   62      16.2 
 5 to 10 Years   74      19.3 
 More than 10 years 167      43.6 
 Total 383 100 
Position    
 Learning Coach   61      15.9 
 Supervisor   81      21.1 
 Manager 138   36 
 Director and Above 103      26.9 
 Total 383 100 
Gender    
 Male 176   46 
 Female 207   54 
 Total 383 100 
Hotel brands    
 Brand A 229      59.8 
 Brand B 135      35.2 
 Brand C (Independent)   19     5 
 Total 383 100 
Hotel location   
 Resort 318   83 
 City   65   17 
 Total 383 100 
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C-2.  EI Competencies across Lengths of Supervisory Experience 
(Table C-2.1 – C-2.22) 
 
Table C-2.1.  Descriptive statistics for Enhance Emotional Literacy across the Length of  Supervisory 
Work Experience  
 
Experience Level   Statistic Std. Error 
Less than 2 yr Mean  100.53 1.385 
 95% Confidence Interval for Mean Lower Bound   97.77  
  Upper Bound 103.28  
 Std. Deviation      12.389  
 Skewness      -0.204 0.269 
 Kurtosis      -0.488 0.532 
2 to Less than 5 yr Mean    106.50 1.543 
 95% Confidence Interval for Mean Lower Bound 103.42  
  Upper Bound 109.58  
 Std. Deviation      12.148  
 Skewness      -0.819 0.304 
 Kurtosis       0.129 0.599 
5 to 10 yr Mean    106.11 1.361 
 95% Confidence Interval for Mean Lower Bound   103.40  
  Upper Bound 108.82  
 Std. Deviation     11.706  
 Skewness     -0.589 0.279 
 Kurtosis      0.261 0.552 
More than 10 yr Mean   107.21 0.847 
 95% Confidence Interval for Mean Lower Bound  105.54  
  Upper Bound  108.88  
 Std. Deviation   10.941  
 Skewness   -0.508 0.188 
 Kurtosis   -0.004 0.374 
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Table C-2.2.  Tests of between subjects effects for Enhance Emotional Literacy across  




Sum of Squares df Mean Square F Sig. 
Partial 
 Eta Squared 
Corrected Model         2557.421a 3         852.474         6.335 0.000 0.048 
Intercept 3671013.602 1 3671013.602 27280.536 0.000 0.986 
Experience Level       2557.421 3         852.474         6.335 0.000 0.048 
Error   51000.25 379         134.565    
Total      4315283 383     
Corrected Total    53557.671 382     
a




Table C-2.3.  Tests of between-groups ANOVA (LSD) for Enhance Emotional Literacy across 









Error Sig. 95% Confidence Interval 
     Lower Bound Upper Bound 
Less than 2 yr 2 to Less than 5 yr     -5.975* 1.963 0.002 -9.83 -2.12 
 5 to 10 yr     -5.583* 1.871 0.003 -9.26 -1.90 
 More than 10 yr     -6.685* 1.577 0.000 -9.79 -3.58 
2 to Less than 5 yr 5 to 10 yr    0.392 1.997 0.845 -3.54 4.32 
 More than 10 yr -0.710 1.725 0.681 -4.10 2.68 
5 to 10 yr More than 10 yr   -1.101 1.620 0.497 -4.29 2.08 
*Mean difference is significant at the 0.05 level.  
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Table C-2.4.  Descriptive statistics for Recognize Patterns across Length of Supervisory 
Experience  
 
Experience Level   Statistic Std. Error 
Less than 2 yr Mean    99.80   1.319 
 95% CI for Mean Lower Bound   97.17  
  Upper Bound 102.43  
 Std. Deviation      11.796  
 Skewness      -0.294   0.269 
 Kurtosis      -0.454   0.532 
2 to Less than 5 yr Mean  104.69 1.33 
 95% CI for Mean Lower Bound 102.03  
  Upper Bound 107.35  
 Std. Deviation    10.47  
 Skewness      -0.201 0.304 
 Kurtosis      -0.971 0.599 
5 to 10 yr Mean  106.14 1.253 
 95% CI for Mean Lower Bound 103.64  
  Upper Bound 108.63  
 Std. Deviation      10.782  
 Skewness      -0.826 0.279 
 Kurtosis       0.658 0.552 
More than 10 yr Mean  109.14 0.804 
 95% CI for Mean Lower Bound 107.56  
  Upper Bound 110.73  
 Std. Deviation  10.388  
 Skewness   -1.149 0.188 
 Kurtosis    1.303 0.374 
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Table C-2.5.  Tests of between-subjects effects for Recognize Patterns across Length of 




Sum of Squares df Mean Square F Sig. 
Partial  
Eta Squared 
Corrected Model         4828.217a     3       1609.406 13.838 0.000 0.099 
Intercept 3661059.188     1 3661059.188 31478.388 0.000 0.988 
Experience Level       4828.217     3       1609.406 13.838 0.000 0.099 
Error     44079.177 379         116.304    
Total 4343396 383     
Corrected Total    48907.394 382     
a




Table C-2.6.  Tests of between-groups ANOVA (LSD) for Recognize Patterns across Length of 









Error Sig. 95% Confidence Interval 
     Lower Bound Upper Bound 
Less than 2 yr 2 to Less than 5 yr   -4.894* 1.825 0.008  -8.48 -1.31 
 5 to 10 yr   -6.335* 1.739 0.000  -9.76 -2.92 
 More than 10 yr   -9.344* 1.466 0.000 -12.23 -6.46 
2 to Less than 5 yr 5 to 10 yr -1.442 1.857 0.438  -5.09  2.21 
 More than 10 yr  -4.450* 1.604 0.006 -7.60 -1.30 
5 to 10 yr More than 10 yr  -3.009* 1.506 0.046 -5.97 -0.05 
*Mean difference is significant at the 0.05 level.     
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Table C-2.7.  Descriptive statistics for Apply Consequential Thinking across Length  
of Supervisory Work Experience  
 
Experience Level   Statistic Std. Error 
Less than 2 yr Mean  102.98 1.503 
 95% CI for Mean Lower Bound   99.98  
  Upper Bound 105.97  
 Std. Deviation      13.442  
 Skewness      -0.526 0.269 
 Kurtosis      -0.394 0.532 
2 to Less than 5 yr Mean  104.05 1.688 
 95% CI for Mean Lower Bound 100.67  
  Upper Bound 107.42  
 Std. Deviation    13.29  
 Skewness      -0.529 0.304 
 Kurtosis      -0.131 0.599 
5 to 10 yr Mean  105.97 1.529 
 95% CI for Mean Lower Bound 102.93  
  Upper Bound 109.02  
 Std. Deviation    13.15  
 Skewness      -0.692 0.279 
 Kurtosis      -0.115 0.552 
More than 10 yr Mean  104.84 1.048 
 95% CI for Mean Lower Bound 102.77  
  Upper Bound 106.91  
 Std. Deviation      13.541  
 Skewness    -0.330 0.188 
 Kurtosis      -0.721 0.374 
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Table C-2.8.  Tests of between-subjects effects for Apply Consequential Thinking across 




Sum of Squares df Mean Square F Sig. 
Partial Eta 
Squared 
Corrected Model 377.737a     3         125.912 0.701 0.552 0.006 
Intercept     3627337.546     1 3627337.546 20184.011 0.000 0.982 
Experience Level             377.737     3         125.912 0.701 0.552 0.006 
Error         68111.386 379         179.713    
Total     4254185 383     
Corrected Total         68489.123 382     
a 
R Squared = .006 (Adjusted R Squared = -.002) 
 
 
Table C-2.9.  Descriptive statistics for Navigate Emotions across Length of Supervisory 
Work Experience  
 
Experience Level   Statistic Std. Error 
Less than 2 yr Mean    96.09 1.519 
 95% CI for Mean Lower Bound   93.06  
  Upper Bound   99.11  
 Std. Deviation    13.588  
 Skewness      0.246 0.269 
 Kurtosis      -0.925 0.532 
2 to Less than 5 yr Mean  100.44 1.842 
 95% CI for Mean Lower Bound   96.75  
  Upper Bound 104.12  
 Std. Deviation      14.505  
 Skewness      -0.162 0.304 
 Kurtosis      -1.025 0.599 
5 to 10 yr Mean  102.64 1.711 
 95% CI for Mean Lower Bound   99.22  
  Upper Bound 106.05  
 Std. Deviation    14.72  
 Skewness      -0.182 0.279 
 Kurtosis      -0.902 0.552 
More than 10 yr Mean  104.13 1.113 
 95% CI for Mean Lower Bound 101.93  
  Upper Bound 106.33  
 Std. Deviation      14.389  
 Skewness      -0.387 0.188 
 Kurtosis       -0.808 0.374 
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Table C-2.10.  Tests of between-subjects for Navigate Emotions across Length of 




Sum of Squares df Mean Square F Sig. 
Partial  
Eta Squared 
Corrected Model 3664.303a     3       1221.434 5.965 0.001 0.045 
Intercept 3379197.639     1 3379197.639 16503.246 0.000 0.978 
Experience_Level 3664.303     3       1221.434 5.965 0.001 0.045 
Error 77603.88 379       204.76    
Total 4032005 383     
Corrected Total 81268.183 382     
a 




Table C-2.11.  Between-groups ANOVA (LSD) for Navigate Emotions across Length of 







Difference (I-J) Std. Error Sig. 95% Confidence Interval 
     Lower Bound Upper Bound 
Less than 2 yr 2 to Less than 5 yr -4.348 2.421 0.073   -9.11 0.41 
 5 to 10 yr  -6.548* 2.308 0.005 -11.09 -2.01 
 More than 10 yr  -8.044* 1.946 0.000 -11.87 -4.22 
2 to Less than 5 yr 5 to 10 yr -2.200 2.464 0.373   -7.04 2.64 
 More than 10 yr -3.696 2.128 0.083   -7.88 0.49 
5 to 10 yr More than 10 yr -1.497 1.998 0.454   -5.43 2.43 
*Mean difference is significant at the 0.05 level.  
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Table C-2.12.  Descriptive statistics for Engage Intrinsic Motivation across Length of 
Supervisory Work Experience  
 
Experience Level   Statistic Std. Error 
Less than 2 yr Mean  103.05 1.508 
 95% CI for Mean Lower Bound 100.05  
  Upper Bound 106.05  
 Std. Deviation      13.486  
 Skewness       -0.758 0.269 
 Kurtosis       -0.403 0.532 
     
2 to Less than 5 yr Mean  104.13 1.653 
 95% CI for Mean Lower Bound 100.82  
  Upper Bound 107.43  
 Std. Deviation       13.013  
 Skewness        -0.888 0.304 
 Kurtosis        -0.154 0.599 
5 to 10 yr Mean    106.39 1.259 
 95% CI for Mean Lower Bound   103.88  
  Upper Bound 108.90  
 Std. Deviation       10.832  
 Skewness       -0.671 0.279 
 Kurtosis       -0.171 0.552 
More than 10 yr Mean  107.96 0.802 
 95% CI for Mean Lower Bound 106.37  
  Upper Bound 109.54  
 Std. Deviation      10.364  
 Skewness      -0.947 0.188 
 Kurtosis       0.425 0.374 
 
Table C-2.13.  Between-subject effects for Engage Intrinsic Motivation across Length of  
Supervisory Work Experience  
 
Source 
Type III  
Sum of Squares df Mean Square F Sig. 
Partial  
Eta Squared 
Corrected Model         1564.849
a
 3         521.616 3.869 0.010 0.030 
Intercept 3691763.999 1 3691763.999 27384.878 0.000 0.986 
Experience Level       1564.849 3         521.616 3.869 0.010 0.030 
Error     51093.109 379       134.81    
Total     4356894 383     
Corrected Total     52657.958 382     
a 
R Squared = .030 (Adjusted R Squared = .022) 
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Table C-2.14.  Games Howell multiple comparisons for between-groups ANOVA for Engage 









Error Sig. 95% Confidence Interval 
     Lower Bound Upper Bound 
Less than 2 yr 2 to Less than 5 yr -1.079 2.237 0.963 -6.90 4.74 
 5 to 10 yr -3.342 1.964 0.327 -8.45 1.76 
 More than 10 yr   -4.908* 1.708 0.024 -9.35 -0.46 
2 to Less than 5 yr 5 to 10 Years -2.263 2.078 0.697 -7.68 3.15 
 More than 10 yr -3.829 1.837 0.166 -8.64 0.98 
5 to 10 yr More than 10 yr -1.566 1.493 0.721 -5.45 2.32 




Table C-2.15.  Descriptive statistics for Exercise Optimism across Length of  
Supervisory Work Experience  
 
Experience Level          Statistic      Std. Error 
Less than 2 yr Mean  104.86 1.495 
 95% CI for Mean Lower Bound 101.89  
  Upper Bound 107.84  
 Std. Deviation      13.372  
 Skewness      -0.743 0.269 
 Kurtosis      -0.326 0.532 
2 to Less than 5 yr Mean  106.10 1.575 
 95% CI for Mean Lower Bound 102.95  
  Upper Bound 109.25  
 Std. Deviation      12.404  
 Skewness      -0.790 0.304 
 Kurtosis      -0.199 0.599 
5 to 10 yr Mean  109.72 1.120 
 95% CI for Mean Lower Bound 107.48  
  Upper Bound 111.95  
 Std. Deviation        9.634  
 Skewness      -0.651 0.279 
 Kurtosis      -0.439 0.552 
More than 10 yr Mean  111.85 0.691 
 95% CI for Mean Lower Bound 110.49  
  Upper Bound 113.22  
 Std. Deviation        8.934  
 Skewness      -1.387 0.188 
 Kurtosis        2.142 0.374 
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Table C-2.16.  Tests of between-subjects effects for Exercise Optimism across Length  
of Supervisory Work Experience  
 
Source 
Type III  
Sum of Squares df 
Mean  
Square F Sig. 
Partial 
Eta Squared 
Corrected Model 3285.949a 3 1095.316 9.535 0.000 0.070 
Intercept 3886896.829 1 3886896.829 33837.762 0.000 0.989 
Experience Level 3285.949 3 1095.316 9.535 0.000 0.070 
Error 43535.205 379 114.869    
Total 4601169 383     
Corrected Total 46821.154 382     
a 
R Squared = .070 (Adjusted R Squared = .063)     
 
Table C-2.17.  Games Howell multiple comparisons for between-groups ANOVA for Exercise 







Difference (I-J) Std. Error Sig. 
95%  
Confidence Interval 
Less than 2 yr 2 to Less than 5 yr -1.234   2.172 0.941 -6.88 4.41 
 5 to 10 yr -4.854   1.868 0.050 -9.71 0.00 
 More than 10 yr   -6.988*   1.647 0.000 -11.28 -2.69 
2 to Less than 5 yr 5 to 10 yr -3.619   1.933 0.246 -8.66 1.42 
 More than 10 yr   -5.754* 1.72 0.007 -10.26 -1.25 
5 to 10 yr More than 10 yr -2.134   1.316 0.370 -5.56 1.29 
 *Mean difference is significant at the 0.05 level 
 
Table C-2.18.  Descriptive statistics for Increase Empathy across Length of  
Supervisory Work Experience  
 
Experience Level   Statistic Std. Error 
Less than 2 yr Mean  102.23 1.569 
 95% CI for Mean Lower Bound 99.10  
  Upper Bound 105.35  
 Std. Deviation    14.03  
 Skewness      -0.346 0.269 
 Kurtosis      -0.954 0.532 
2 to Less than 5 yr Mean  103.66 1.907 
 95% CI for Mean Lower Bound   99.85  
  Upper Bound 107.47  
 Std. Deviation      15.013  
 Skewness      -0.535 0.304 
 Kurtosis      -0.864 0.599 
5 to 10 yr Mean  103.41 1.542 
 95% CI for Mean Lower Bound 100.33  
  Upper Bound 106.48  
 Std. Deviation      13.268  
 Skewness      -0.454 0.279 
 Kurtosis      -0.251 0.552 
More than 10 yr  Mean  104.86 1.022 
 95% CI for Mean Lower Bound 102.84  
  Upper Bound 106.88  
 Std. Deviation      13.213  
 Skewness      -0.443 0.188 
 Kurtosis      -0.705 0.374 
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Table C-2.19. Tests of between-subjects effects for Increase Empathy across Length of  
Supervisory Work Experience  
 
Source 
Type III  
Sum of Squares df 
Mean  
Square F Sig. 
Partial  
Eta Squared 
Corrected Model           399.130a     3         133.043 0.709 0.547 0.006 
Intercept 3563712.477     1 3563712.477 18988.562 0.000 0.980 
Experience Level       399.13     3         133.043 0.709 0.547 0.006 
Error     71129.507 379         187.677    
Total    4200963 383     
Corrected Total    71528.637 382     
a
 R Squared = .006 (Adjusted R Squared = -.002)    
 
 
Table C-2.20.  Descriptive statistics for Pursue Noble Goals across Length of Supervisory  
Work Experience  
 
Experience Level   Statistic Std. Error 
Less than 2 yr Mean    98.36 1.548 
 95% CI for Mean Lower Bound   95.28  
  Upper Bound 101.44  
 Std. Deviation      13.847  
 Skewness      -0.309 0.269 
 Kurtosis      -1.058 0.532 
2 to Less than 5 yr Mean  103.00 1.564 
 95% CI for Mean Lower Bound   99.87  
  Upper Bound 106.13  
 Std. Deviation     12.316  
 Skewness      -0.666 0.304 
 Kurtosis      -0.478 0.599 
5 to 10 yr  Mean  104.76 1.395 
 95% CI for Mean Lower Bound 101.98  
  Upper Bound 107.54  
 Std. Deviation      11.998  
 Skewness    -0.590 0.279 
 Kurtosis      -0.556 0.552 
More than 10 yr Mean  107.25 0.893 
 95% CI for Mean Lower Bound 105.48  
  Upper Bound 109.01  
 Std. Deviation      11.544  
 Skewness       -1.205 0.188 
 Kurtosis        0.783 0.374 
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Table C-2.21.  Tests of between-subjects effects for Pursue Noble Goals across Length of 




Sum of Squares df 
Mean  
Square F Sig. 
Partial  
Eta Squared 
Corrected Model         4387.093a     3 1462.364 9.718 0.000 0.071 
Intercept 3550143.506     1 3550143.506 23592.491 0.000 0.984 
Experience Level       4387.093     3 1462.364 9.718 0.000 0.071 
Error     57031.043 379 150.478    
Total      4221645 383     
Corrected Total     61418.136 382     
a
 R Squared = .071 (Adjusted R Squared = .064)     
 
 
Table C-2.22.  Multiple comparisons between-groups ANOVA (LSD) for Pursue Noble Goals  












     Lower Bound Upper Bound 
Less than 2 yr 2 to Less than 5 yr   -4.638* 2.076 0.026   -8.72 -0.56 
 5 to 10 Years   -6.394* 1.978 0.001 -10.28 -2.50 
 More than 10 yr   -8.883* 1.668 0.000 -12.16 -5.60 
2 to Less than 5 yr 5 to 10 yr -1.757 2.112 0.406   -5.91  2.40 
 More than 10 yr   -4.246* 1.824 0.020   -7.83 -0.66 
5 to 10  yr More than 10 yr -2.489 1.713 0.147   -5.86  0.88 
*Mean difference is significant at the 0.05 level. 
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C-3.  SUCCESS FACTORS ACROSS LENGTHS OF SUPERVISORY EXPERIENCE 
(Table C-3.1 – C-3.12)  
 
 
C-3.1.  Descriptive statistics for Overall Performance across Length of Supervisory Work Experience 
 
Experience Level   Statistic Std. Error 
Less than 2 yr Mean  100.88 1.038 
 95% CI for Mean Lower Bound   98.81  
  Upper Bound 102.94  
 Std. Deviation      9.284  
 Skewness     -0.502 0.269 
 Kurtosis     -0.635 0.532 
2 to Less than 5 yr Mean  102.31 1.176 
 95% CI for Mean Lower Bound   99.96  
  Upper Bound 104.66  
 Std. Deviation        9.259  
 Skewness      -0.559 0.304 
 Kurtosis      -0.471 0.599 
5 to 10 yr Mean  105.27 0.953 
 95% CI for Mean Lower Bound 103.37  
  Upper Bound 107.17  
 Std. Deviation        8.202  
 Skewness       -0.740 0.279 
 Kurtosis        0.012 0.552 
More than 10 yr Mean  105.65 0.612 
 95% CI for Mean Lower Bound 104.44  
  Upper Bound 106.86  
 Std. Deviation        7.911  
 Skewness    -0.80 0.188 
 Kurtosis      -0.073 0.374 
 
C-3.2.  Tests of between-subjects effectsa for Overall Performance across Length of Supervisory 
Work Experience  
 
Source 
Type III  
Sum of Squares df Mean Square F Sig. 
Partial  
Eta Squared 
Corrected Model         1534.034a     3 511.345         7.089 0.000 0.053 
Intercept 3562859.711     1 3562859.711 49396.589 0.000 0.992 
Experience Level       1534.034     3 511.345         7.089 0.000 0.053 
Error     27336.378 379 72.128    
Total     4174519 383     
Corrected Total      28870.413 382     
a
 R Squared = .053 (Adjusted R Squared = .046)     
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Table C-3.3.  Multiple comparisons between-groups ANOVA (LSD) for Overall  











Confidence Interval  
     Lower Bound Upper Bound 
Less than 2 yr 2 to Less than 5 yr -1.431 1.437 0.320 -4.26 1.39 
 5 to 10 yr   -4.395* 1.370 0.001 -7.09 -1.70 
 More than 10 yr   -4.778* 1.155 0.000 -7.05 -2.51 
2 to Less than 5 
yr 5 to 10 yr   -2.964* 1.462 0.043 -5.84 -0.09 
 More than 10 yr   -3.346* 1.263 0.008 -5.83 -0.86 
5 to 10 Years More than 10 yr   -0.3820 1.186 0.747 -2.71 1.95 




Table C-3.4.  Descriptive statistics for Effectiveness across Length of Supervisory  
Work Experience  
 
Experience Level   Statistic Std. Error 
Less than 2 yr Mean  105.03 1.229 
 95% CI for Mean Lower Bound 102.58  
  Upper Bound 107.47  
 Std. Deviation      10.989  
 Skewness      -0.494 0.269 
 Kurtosis      -0.613 0.532 
2 to Less than 5 yr Mean  109.06 1.238 
 95% CI for Mean Lower Bound 106.59  
  Upper Bound 111.54  
 Std. Deviation        9.751  
 Skewness      -0.814 0.304 
 Kurtosis        0.005 0.599 
5 to 10 yr Mean  110.35 0.929 
 95% CI for Mean Lower Bound 108.50  
  Upper Bound 112.20  
 Std. Deviation         7.996  
 Skewness       -0.545 0.279 
 Kurtosis       -0.224 0.552 
More than 10 yr Mean  112.22 0.591 
 95% CI for Mean Lower Bound 111.05  
  Upper Bound 113.39  
 Std. Deviation        7.644  
 Skewness       -0.776 0.188 
 Kurtosis       -0.064 0.374 
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Table C-3.5.  Tests of Between-Subjects Effectsa for Effectiveness across the Length of  
Supervisory Work Experience  
 
Source 
Type III  
Sum of Squares df 
Mean  
Square F Sig. 
Partial  
Eta Squared 
Corrected Model         2858.552a     3 952.851       12.157 0.000 0.088 
Intercept 3961600.163     1 3961600.163 50544.632 0.000 0.993 
Experience_Level       2858.552     3 952.851       12.157 0.000 0.088 
Error     29705.359 379 78.378    
Total    4653893 383     
Corrected Total    32563.911 382     




Table C-3.6.  Games-Howell Multiple Comparisons for between-Groups ANOVA for  











Confidence Interval  
Less than 2 yr 2 to Less than 5 yr  -4.040 1.744 0.099   -8.58  0.50 
 5 to 10 yr    -5.326* 1.541 0.004   -9.33 -1.32 
 More than 10 yr    -7.197* 1.364 0.000 -10.75 -3.64 
2 to Less than 5 yr 5 to 10 yr   -1.287 1.548 0.840   -5.32  2.75 
 More than 10 yr   -3.157 1.372 0.106   -6.75  0.44 
5 to 10 yr More than 10 yr -1.870 1.102 0.329   -4.74  1.00 





Table C-3.7.  Descriptive Statistics for Relationships across the Length of Supervisory Work 
Experience  
 
Experience Level   Statistic Std. Error 
Less than 2 yr Mean  100.13 1.326 
 95% CI for Mean Lower Bound   97.49  
  Upper Bound 102.76  
 Std. Deviation     11.859  
 Skewness      -0.671 0.269 
 Kurtosis      -0.639 0.532 
2 to Less than 5 yr Mean  101.87 1.499 
 95% CI for Mean Lower Bound    98.87  
  Upper Bound 104.87  
 Std. Deviation    11.806  
 Skewness     -0.594 0.304 
 Kurtosis       1.057 0.599 
5 to 10 yr Mean  106.36 1.076 
 95% CI for Mean Lower Bound 104.22  
  Upper Bound 108.51  
 Std. Deviation       9.257  
 Skewness      -1.707 0.279 
 Kurtosis       2.915 0.552 
More than 10 yr Mean  106.28 0.746 
 95% CI for Mean Lower Bound 104.81  
  Upper Bound 107.75  
 Std. Deviation        9.635  
 Skewness       -1.338 0.188 
 Kurtosis         1.057 0.374 
 
 
Table C-3.8.  Tests of between-Subjects Effects for Relationships across Length of  
Supervisory Work Experience  
 
Source 
Type III  
Sum of Squares df 
Mean  
Square F Sig. 
Partial  
Eta Squared 
Corrected Model        2731.429a 3         910.476         8.359 0.000 0.062 
Intercept 3572120.855 1 3572120.855 32795.854 0.000 0.989 
Experience Level       2731.429 3         910.476         8.359 0.000 0.062 
Error     41280.639 379       108.92    
Total     4210286 383     
Corrected Total    44012.068 382     
a 
R Squared = .062 (Adjusted R Squared =.055)     
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Table C-3.9.  Games-Howell Multiple Comparisons for between-Groups ANOVA for  









Error Sig. 95% Confidence Interval 
     Lower Bound Upper Bound 
Less than 2 yr 2 to Less than 5 yr -1.746 2.002 0.819   -6.95 3.46 
 5 to 10 yr   -6.240* 1.708 0.002 -10.68 -1.80 
 More than 10 yr   -6.156* 1.521 0.001 -10.12 -2.20 
2 to Less than 5 yr 5 to 10 yr -4.494 1.846 0.076   -9.31 0.32 
 More than 10 yr   -4.410* 1.675 0.048   -8.79 -0.03 
5 to 10 yr More than 10 yr  0.083 1.309 1.000   -3.32 3.49 
* Mean difference is significant at the 0.05 level. 
 
 
Table C-3.10.  Descriptive Statistics for Wellbeing across Length of Supervisory Work  
Experience  
 
Experience Level   Statistic Std. Error 
Less than 2 yr Mean  96.00 1.381 
 95% CI for Mean Lower Bound 93.25  
  Upper Bound 98.75  
 Std. Deviation    12.351  
 Skewness       -0.305 0.269 
 Kurtosis     -1.102 0.532 
2 to Less than 5 yr Mean  95.03 1.549 
 95% CI for Mean Lower Bound 91.94  
  Upper Bound 98.13  
 Std. Deviation    12.194  
 Skewness      0.051 0.304 
 Kurtosis     -1.161 0.599 
5 to 10 yr Mean  98.55 1.360 
 95% CI for Mean Lower Bound 95.84  
  Upper Bound   101.26  
 Std. Deviation    11.697  
 Skewness    -0.493 0.279 
 Kurtosis    -0.727 0.552 
More than 10 yr Mean  99.16 0.930 
 95% CI for Mean Lower Bound 97.32  
  Upper Bound   100.99  
 Std. Deviation    12.023  
 Skewness    -0.404 0.188 
 Kurtosis    -0.875 0.374 
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Table C-3.11.  Tests of One-Way between-Subjects ANOVA Effects for Wellbeing  
across Length of Supervisory Work Experience  
 
 Sum of Squares df Mean Square F Sig. 
Between Groups   1080.236     3 360.079 2.476 0.061 
Within Groups 55106.171 379 145.399   
Total 56186.407 382    
 
 
Table C-3.12.  Descriptive Statistics for Quality of Life across Length of Supervisory Work 
Experience  
 
Experience Level   Statistic Std. Error 
Less than 2 yr Mean  102.44 1.317 
 95% CI for Mean Lower Bound  99.82  
  Upper Bound      105.06  
 Std. Deviation    11.776  
 Skewness     -0.762 0.269 
 Kurtosis     -0.319 0.532 
2 to Less than 5 yr Mean       103.39 1.522 
 95% CI for Mean Lower Bound      100.34  
  Upper Bound      106.43  
 Std. Deviation    11.981  
 Skewness     -0.782 0.304 
 Kurtosis     -0.499 0.599 
5 to 10 yr Mean       105.19 1.174 
 95% CI for Mean Lower Bound      102.85  
  Upper Bound      107.53  
 Std. Deviation    10.103  
 Skewness     -0.747 0.279 
 Kurtosis      0.040 0.552 
More than 10 yr Mean       105.07 0.888 
 95% CI for Mean Lower Bound      103.32  
  Upper Bound      106.82  
 Std. Deviation    11.469  
 Skewness     -1.055 0.188 
 Kurtosis       0.229 0.374 
 
 
Table C-3.13.  Tests of One-Way between-Subjects ANOVA Effects for Quality of Life  
across the Length of Supervisory Work Experience  
 
 Sum of Squares df Mean Square F Sig. 
Between Groups       486.874     3   162.291 1.255 0.290 
Within Groups   49000.886 379 129.29   
Total 49487.76 382    
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C-4.  EI Competencies and Success Factors among Participants  
with less than Two Years of Supervisory Experience 
(Table C-4.1 – C-4.15) 
 
 
Table C-4.1.  Multiple Regression, Overall Performance on EI Competencies,  
Variables Removed b  
Model  B t Sig. Partial Correlation VIF 
1 EEL .100
a
 1.205 0.232 0.136 1.141 
 RP .109
a
 1.327 0.188 0.150 1.126 
 ACT -.007
a
 -0.092 0.927 -0.010 1.058 
 NA .010
a
 0.104 0.918 0.012 1.642 
 EO .088
a
 0.703 0.484 0.080 2.561 
 IE .073
a
 0.897 0.373 0.102 1.092 
 PNG .034
a
 0.306 0.761 0.035 1.999 
a 
Predictors in the Model: (Constant), EIM. 
b 
Statistics are based only on cases for which Experience Level = < 2 yr 
Note. EEL = Engage Emotional Literacy; RP = Recognize Patterns; 
ACT = Apply Consequential Thinking; NA = Navigate Emotions,  
EO = Exercise Optimism; IE = Increase Empathy;  
PNG = Pursue Noble Goals; EIM = Engage Intrinsic Motivation 
 
 
Table C-4.2.  Model Summary, Multiple Regression Overall Performance on EI Competencies a, b  
Model    Change Statistics   
 
Experience  





Std. Error  





 0.529 0.523 6.413 0.529 87.539 1 78 0.000 
a 
Predictors: (Constant), EIM 
b 
Statistics are based only on cases for which Experience Level = < 2 yr 
Key: EIM = Engage Intrinsic Motivation 
 





Coefficients   
  B Std. Error β t Sig. 
1 (Constant) 49.288 5.56  8.865 0.000 
 EIM   0.501   0.054 0.727 9.356 0.000 
Selecting only cases for which Experience Level = < 2 yr 
Key: EIM = Engage Intrinsic Motivation 
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Table C-4.4.  Multiple Regression, Effectiveness on EI Competencies, Variables Removedb 
Model  B t Sig. Partial Correlation VIF 
1 EEL .158
 a
 1.766 0.081 0.197 1.141 
 RP .148
 a
 1.669 0.099 0.187 1.126 
 ACT .044
 a
 0.503 0.616 0.057 1.058 
 NA -.072
 a
 -0.659 0.512 -0.075 1.642 
 EO .252
 a
 1.886 0.063 0.210 2.561 
 IE -.069
 a
 -0.782 0.437 -0.089 1.092 
 PNG .231
 a
 1.964 0.053 0.218 1.999 
a 
Predictors in the Model: (Constant), EIM 
b 
Statistics are based only on cases for which Experience Level = < 2 yr 
Key: EEL = Engage Emotional Literacy; RP = Recognize Patterns; ACT = Apply Consequential 
Thinking; NA = Navigate Emotions; EIM= Engage Intrinsic Motivation; EO = Exercise 
Optimism, IE = Increase Empathy; PNG = Pursue Noble Goals 
 
 
Table C-4.5.  Model Summary, Multiple Regression Effectiveness on EI Competencies a, b  
Model    Change Statistics   
 
Experience  





Std. Error  





 0.441 0.434 8.27 0.441 61.482 1 78 0.000 
a 
Predictors: (Constant), EIM 
b 
Statistics are based only on cases for which Experience Level = < 2 yr 
Key: EIM = Engage Intrinsic Motivation 
 
 






Coefficients   
  B Std. Error β t Sig. 
1 (Constant) 49.276 7.17  6.873 0.000 
 EIM 0.541 0.069 0.664 7.841 0.000 
a
 Statistics are based only on cases for which Experience Level = < 2 yr 






Table C-4.7.  Multiple Regression, Relationships on EI Competencies, Variables Removed a, b                   
Model  B t Sig. Partial Correlation VIF 
1 EEL  .025
a
  0.247 0.805  0.028 1.141 
 RP  .087
a
  0.861 0.392  0.098 1.126 
 ACT  .017
a
  0.169 0.866  0.019 1.058 
 NA  .182
a
  1.506 0.136  0.169 1.642 
 EO  .014
a
  0.095 0.925  0.011 2.561 
 IE -.003
a
 -0.032 0.974 -0.004 1.092 
 PNG -.065
a
 -0.486 0.628 -0.055 1.999 
a
 Predictors in the Model: (Constant), EIM 
b Statistics are based only on cases for which Experience Level = < 2 yr 
Key: EEL = Engage Emotional Literacy, RP = Recognize Patterns, ACT = Apply 
Consequential Thinking, NA = Navigate Emotions, EO = Exercise Optimism, IE = Increase 
Empathy, PNG = Pursue Noble Goals, EIM = Engage Intrinsic Motivation 
 
 
Table C-4.8.  Model Summary, Multiple Regression Relationships on EI Competencies a, b 
Model    Change Statistics   
 
Experience  















 0.299 0.290 9.994 0.299 33.238 1 78 0.000 
a 
Predictors: (Constant), EIM 
b 
Statistics are based only on cases for which Experience Level = < 2 yr 
Key: EIM = Engage Intrinsic Motivation 
 
 






Coefficients   
  B Std. Error β t Sig. 
 (Constant) 50.590 8.664  5.839 0.000 
 EIM     0.481 0.083 0.547 5.765 0.000 
a
 Selecting only cases for which Experience Level = < 2 yr 




Table C-4.10.  Multiple Regression, Wellbeing on EI Competencies, Variables Removed b 
Model   B t Sig. Partial Correlation VIF 
1 EEL .055
a
  0.494 0.623    0.056 1.141 
 RP .029
a
  0.265 0.792    0.030 1.126 
 ACT -.089
a
 -0.838 0.405   -0.095 1.058 
 NA -.043
a
 -0.321 0.749   -0.037 1.642 
 EO -.029
a
 -0.172 0.864 -0.020 2.561 
 IE .165
a
  1.540 0.128    0.173 1.092 
 PNG -.095
a
 -0.650 0.518   -0.074 1.999 
a
 Predictors in the Model: (Constant), EIM 
b Statistics are based only on cases for which Experience Level = < 2 yr 
Key: EEL = Engage Emotional Literacy, RP = Recognize Patterns, ACT = Apply 
Consequential Thinking, NA = Navigate Emotions, EO = Exercise Optimism, IE = Increase 
Empathy, PNG = Pursue Noble Goals, EIM = Engage Intrinsic Motivation 
 
 
Table C-4.11.  Model Summary, Multiple Regression, Wellbeing on EI Competencies a, b 
Model    Change Statistics   
 
Experience  















 0.167 0.156 11.346 0.167 15.613 1 78 0.000 
a 
Predictors: (Constant), EIM 
b 
Statistics are based only on cases for which Experience Level = < 2 yr 
Key: EIM = Engage Intrinsic Motivation 
 
 
Table C-4.12.  Multiple Regression, Coefficients for Wellbeing on EI Competencies a 




Coefficients   
  B Std. Error β t Sig. 
1 (Constant) 57.456 9.837  5.841 0.000 
 EIM   0.374 0.095 0.408 3.951 0.000 
a
 Statistics are based only on cases for which Experience Level = Less than 2 Years. 




Table C-4.13.  Multiple Regression, Quality of Life on EI Competencies, Variables Removed b 
Model   B t Sig. Partial Correlation VIF 
1 EEL  .139
a
   1.621 0.109  0.182 1.141 
 RP  .128
a
   1.509 0.135  0.169 1.126 
 ACT  .043
a
 0.52 0.605  0.059 1.058 
 NA -.058
a
 -0.560 0.577 -0.064 1.642 
 EO  .082
a
  0.632 0.529  0.072 2.561 
 IE  .056
a
  0.657 0.513  0.075 1.092 
 PNG  .110
a
  0.960 0.340  0.109 1.999 
a
 Predictors in the Model: (Constant), EIM 
b Statistics are based only on cases for which Experience Level = < 2 yr 
Key: EEL = Engage Emotional Literacy, RP = Recognize Patterns, ACT = Apply Consequential 
Thinking, NA = Navigate Emotions, EO = Exercise Optimism, IE = Increase Empathy, PNG = 
Pursue Noble Goals, EIM = Engage Intrinsic Motivation 
 
 
Table C-4.14.  Model Summary, Multiple Regression, Quality of Life on EI Competencies a, b 
Model    Change Statistics   
 
Experience  















 0.49 0.484 8.462 0.49 75.003 1 78 0.000 
a 
Predictors: (Constant), EIM 
b 
Statistics are based only on cases for which Experience Level = < 2 yr 
Key: EIM = Engage Intrinsic Motivation 
 
 
Table C-4.15.  Multiple Regression, Coefficients for Quality of Life on EI Competencies a 




Coefficients   
1  B Std. Error β t Sig. 
 (Constant) 39.434 7.336    5.375 0.000 
 EIM   0.611 0.071 0.700 8.66 0.000 
a
 Statistics are based only on cases for which Experience Level = <2 yr 




C-5. EI Competencies and Success Factors among Participants  
with More Than Two Years of Supervisory Experience 
Table C-5.1 – C-5.45  
 
C-5.1.  Multiple Regression, Overall Performance on EI Competencies, Variables Removed b 
 
      Collinearity Statistics 
Model  B t Sig. Partial Correlation VIF 
3 EEL  .033a  0.285 0.776  0.038 1.443 
 RP  .008a  0.073 0.942  0.010 1.329 
 ACT -.045a -0.386 0.701 -0.051 1.467 
 NA  .141a  1.250 0.216  0.163 1.382 
 EO -.079a -0.501 0.619 -0.066 2.672 
a
 Predictors in the Model: (Constant), PNG, IE, EIM 
b 
Statistics are based only on cases for which Experience Level = 2 to < 5 yr 
Key: EEL = Engage Emotional Literacy, RP = Recognize Patterns, ACT = Apply Consequential 
Thinking, NA = Navigate Emotions, EIM = Engage Intrinsic Motivation, EO = Exercise Optimism, 
IE = Increase Empathy, PNG = Pursue Noble Goals 
 
 
C-5.2.  Model Summary, Multiple Regression Overall Performance on EI Competencies a, d 
     Change Statistics 
Model 
Experience  















 0.351 0.340 7.520 0.351 32.478 1 60 0.000 
2 .650
b
 0.423 0.403 7.153 0.071 7.306 1 59 0.009 
3 .681
c
 0.464 0.437 6.950 0.042 4.502 1 58 0.038 
a
 Predictors: (Constant), PNG 
b Predictors: (Constant), PNG, IE 
c Predictors: (Constant), PNG, IE, EIM 
d Statistics are based only on cases for which Experience Level = 2 to < 5 yr 









Coefficients   
Model  B Std. Error β t Sig. 
3 (Constant) 39.668 8.954  4.43 0.000 
 PNG   0.237 0.096 0.315   2.473 0.016 
 IE   0.192 0.066 0.312 2.90 0.005 
 EIM   0.176 0.083 0.247   2.122 0.038 
a
 Selecting only cases for which Experience Level = 2 to < 5 yr 
Key: PNG = Pursue Noble Goals, IE = Increase Empathy, EIM = Engage Intrinsic Motivation 
 
 
Table C-5.4.  Multiple Regression, Effectiveness on EI Competencies, Variables Removed a, b   
      Collinearity Statistics 
Model  B t Sig. Partial Correlation VIF 
3 EEL .095
a
   0.735 0.465 0.097 1.584 
 RP .139
a
 1.150 0.255 0.151 1.404 
 ACT .053
a
   0.448 0.656 0.059 1.331 
 EO .174
a
   1.108 0.273 0.145 2.366 
 PNG .107
a
   0.788 0.434 0.104 1.758 
a
 Predictors in the Model: (Constant), EIM, IE, NA  
b
 Statistics are based only on cases for which Experience Level = 2 to < 5 Years. 
Key: EEL = Engage Emotional Literacy, RP = Recognize Patterns, ACT = Apply Consequential 
Thinking, EO = Exercise Optimism, PNG = Pursue Noble Goal, EIM = Engage Intrinsic Motivation, 
IE = Increase Empathy, NA = Navigate Emotions 
 
 
Table C-5.5.  Model Summary, Multiple Regression Effectiveness on EI Competencies C 
     Change Statistics 
Model 
Experience  















 0.289 0.277 8.292 0.289 24.349 1 60 0.000 
2 .591
b
 0.349 0.327 7.999 0.060   5.478 1 59 0.023 
a
 Predictors: (Constant), EIM 
b Predictors: (Constant), EIM, IE 
C Statistics are based only on cases for which Experience Level = 2 to < 5 yr 
Key: EIM = Engage Intrinsic Motivation; IE = Intrinsic Motivation 
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Coefficients   
  B Std. Error β t Sig. 
Model  (Constant) 54.27 9.922  5.470 0.000 
3 EIM 0.364 0.080 0.485 4.523 0.000 
 IE 0.163 0.070 0.251 2.340 0.023 
a
 Selecting only cases for which Experience Level = 2 to < 5 yr 




Table C-5.7.  Multiple Regression, Relationships on EI Competencies, Variables Removed a,  
      Collinearity Statistics 
Model  B t Sig. Partial Correlation VIF 
1 EEL -.013
a
 -0.101 0.920 -0.013   1.217 
 RP  .123
a
  1.028 0.308  0.133  1.090 
 ACT -.047
a
 -0.352 0.726 -0.046   1.347 
 EIM  .114
a
  0.820 0.415  0.106   1.465 
 EO  .168
a
  1.158 0.251  0.149   1.620 
 IE  .115
a
  0.902 0.371  0.117   1.246 
 NA  .181
a
  1.531 0.131  0.195   1.089 
a 
Predictors in the Model: (Constant), PNG 
b
 Selecting only cases for which Experience Level = 2 to < 5 yr 
Key: EEL = Engage Emotional Literacy, RP = Recognize Patterns, ACT = Apply Consequential 
Thinking, EIM = Engage Intrinsic Motivation, EO = Exercise Optimism, IE = Increase 
Empathy, NA = Navigate Emotions, PNG = Pursue Noble Goals 
 
 
Table C-5.8.  Model Summary, Multiple Regression Relationships on EI Competencies a, b  
     Change Statistics 
Model 
Experience  















 0.217 0.204 10.537 0.217 16.590 1 60 0.000 
a
 Predictors: (Constant), PNG 
b Statistics are based only on cases for which Experience Level = 2 to < 5 yr 









Coefficients   
Model  B Std. Error β t Sig. 
1 (Constant) 55.915 11.362  4.921 0.000 
 PNG   0.446   0.110 0.465 4.073 0.000 
a
 Selecting only cases for which Experience Level = 2 to < 5 yr  
 
 
Table C-5.10.  Multiple Regression, Wellbeing on EI Competencies, Variables Removed a, b 
      Collinearity Statistics 
Model  B t Sig. Partial Correlation VIF 
2 EEL  .088
a
  0.693 0.491  0.091 1.359 
 RP -.091
a
 -0.772 0.443 -0.101 1.184 
 ACT -.015
a
 -0.117 0.907 -0.015 1.456 
 EIM  .044
a
  0.333 0.740  0.044 1.470 
 EO -.166
a
 -1.210 0.231 -0.157 1.626 
 NA  .163
a
  1.456 0.151  0.188 1.093 
a
 Predictors in the Model: (Constant), IE, PNG 
b
 Selecting only cases for which Experience Level = 2 to < 5 yr 
Key: EEL = Engage Emotional Literacy, RP = Recognize Patterns, ACT = Apply 
Consequential Thinking, EIM = Engage Intrinsic Motivation, EO = Exercise Optimism, NA = 
Navigate Emotions, IE = Increase Empathy, PNG = Pursue Noble Goals 
 
 
Table C-5.11.  Model Summary, Multiple Regression, Wellbeing on EI Competencies c  
     Change Statistics 
Model 
Experience  















 0.242 0.230 10.703 0.242 19.178 1 60 0.000 
2 .559
b
 0.312 0.289 10.283 0.070   6.002 1 59 0.017 
a
 Predictors: (Constant), IE 
b Predictors: (Constant), IE, PNG 
c Statistics are based only on cases for which Experience Level = 2 to < 5 yr 
Key: IE = Intrinsic Motivation; PNG = Pursue Noble Goals  
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Table C-5.12.  Multiple Regression, Coefficients for Wellbeing on EI Competencies a 




Coefficients   
Model  B 
Std. 
Error β t Sig. 
2 (Constant) 34.525 12.039    2.868 0.006 
     IE   0.293   0.098 0.361 3.00 0.004 
     PNG   0.292   0.119 0.295 2.450 0.017 
a
 Selecting only cases for which Experience Level = 2 to < 5 yr   
 
 
Table C-5.13.  Multiple Regression, Quality of Life on EI Competencies, Variables Removed b 
      Collinearity Statistics 
Model  B t Sig. Partial Correlation VIF 
2 EEL  .137
a
  1.047 0.299  0.136 1.436 
 RP  .015
a
  0.123 0.902  0.016 1.243 
 ACT  .040
a
  0.306 0.761  0.040 1.413 
 EIM  .073
a
  0.487 0.628  0.064 1.840 
 EO -.062
a
 -0.427 0.671 -0.056 1.753 
 IE .198a  1.640 0.106  0.210 1.250 
a
 Predictors in the Model: (Constant), PNG, NA 
b
 Selecting only cases for which Experience Level = 2 to < 5 yr 
Key: EEL = Engage Emotional Literacy, RP = Recognize Patterns, ACT = Apply Consequential 
Thinking, EIM = Engage Intrinsic Motivation, EO = Exercise Optimism, IE = Increase Empathy, 
PNG = Pursue Noble Goals, NA = Navigate Emotions 
 
 
Table C-5.14.  Model Summary, Multiple Regression, Quality of Life on EI Competencies c 
     Change Statistics 
Model 
Experience  















 0.195 0.182 10.838 0.195 14.546 1 60 0.000 
2 .543
b
 0.294 0.271 10.233 0.099   8.310 1 59 0.005 
a Predictors: (Constant), PNG 
b Predictors: (Constant), PNG, NA 
c Statistics are based only on cases for which Experience Level = 2 to < 5 yr 
Key: PNG = Pursue Noble Goals, NA = Navigate Emotions 
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Coefficients   
Model   B  β t Sig. 
2 (Constant) 41.26 12.039  3.260 0.002 
 PNG   0.338   0.098 0.348 3.046 0.003 
 NA   0.272   0.119 0.329 2.883 0.005 
a
 Selecting only cases for which Experience Level = 2 to < 5 yr  
Key: PNG = Pursue Noble Goals, NA = Navigate Emotions 
 
 
Table C-5.16.  Multiple Regression, Overall Performance on EI Competencies, Variables Removed b 
      Collinearity Statistics 
Model   B t Sig. Partial Correlation VIF 
3 RP  .154
a
  1.423 0.159  0.169 1.594 
 ACT -.049
a
 -0.533 0.596 -0.064 1.111 
 EIM  .236
a
  2.258 0.027  0.262 1.561 
 EO  .156
a
  1.493 0.140  0.177 1.489 
 NA  .145
a
  1.467 0.147  0.174 1.347 
a 
Predictors in the Model: (Constant), PNG, IE, EEL   
b
 Statistics are based only on cases for which Experience Level = 5 to 10 yr 
Key: RP = Recognize Patterns, ACT = Apply Consequential Thinking, EIM = Engage Intrinsic 
Motivation, EO = Exercise Optimism, NA = Navigate Emotions, PNG = Pursue Noble Goals, IE = 
Increase Empathy, EEL = Enhance Emotional Literacy 
 
 
Table C-5.17.  Model Summary, Multiple Regression, Overall Performance on EI Competencies d 
     Change Statistics 
Model 
Experience  










Change df1 df2 
Sig. F 
Change 
1 .545a 0.297 0.287 6.925 0.297 30.400 1 72 0.000 
2 .647b 0.418 0.402 6.342 0.122 14.837 1 71 0.000 
3 .693c 0.481 0.459 6.035 0.062   8.406 1 70 0.005 
a Predictors: (Constant), PNG 
b Predictors: (Constant), PNG, IE 
c Predictors: (Constant), PNG, IE, EEL 
d Statistics are based only on cases for which Experience Level = 5 to 10 yr 
Key: PNG = Pursue Noble Goals, IE = Increase Empathy, EEL = Enhance Emotional Literacy 
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Coefficients   
Model  B Std. Error β t Sig. 
3 (Constant) 30.84 8.865  3.479 0.001 
     PNG   0.158 0.075 0.231 2.107 0.039 
     IE   0.152 0.056 0.246 2.695 0.009 
     EEL   0.218 0.067 0.311 3.271 0.002 
a
 Selecting only cases for which Experience Level = 5 to 10 yr 
Key: PNG = Pursue Noble Goals, IE = Increase Empathy, EEL = Enhance Emotional Literacy 
 
 
Table C-5.19.  Multiple Regression, Effectiveness on EI Competencies, Variables Removed a 
      Collinearity Statistics 
Model  B t Sig. Partial Correlation VIF 
2 RP  .176
a
    1.531 0.13  0.180   1.595 
 ACT -.040
a
 -0.42   0.676 -0.050   1.063 
 EIM  .123
a
    0.994   0.324  0.118   1.796 
 IE  .147
a
    1.483   0.143  0.175 1.170 
 PNG  .121
a
    1.046   0.299  0.124   1.572 
 NA  .176
a
    1.728   0.088  0.202   1.251 
a
 Predictors in the Model: (Constant), EO, EEL 
Key: RP = Recognize Patterns, ACT = Apply Consequential Thinking, EIM = Engage Intrinsic 
Motivation, IE = Increase Empathy, PNG = Pursue Noble Goals, NA = Navigate Emotions, EO = 
Exercise Optimism, EEL = Enhance Emotional Literacy 
 
 
Table C-5.20.  Model Summary, Multiple Regression, Effectiveness on EI Competencies c 
     Change Statistics 
Model 
Experience  















 0.303 0.294 6.719 0.303 31.363 1 72 0.000 
2 .630
b
 0.397 0.380 6.294 0.094 11.070 1 71 0.001 
a Predictors: (Constant), EO 
b Predictors: (Constant), EO, EEL 
c Statistics are based only on cases for which Experience Level = 5 to 10 yr 
Key: EO – Exercise Optimism, EEL = Enhance Emotional Literacy 
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Coefficients   
Model  B Std. Error β t Sig. 
2 (Constant) 45.174 9.554  4.728 0.000 
     EO   0.383 0.080 0.462 4.812 0.000 
     EEL   0.218 0.066 0.319 3.327 0.001 
a
 Selecting only cases for which Experience Level = 5 to 10 yr 




Table C-5.22.  Multiple Regression, Relationships on EI Competencies, Variables Removed a, b 
      Collinearity Statistics 
Model  B t Sig. Partial Correlation VIF 
2 RP  .100
a
  0.781   0.437  0.093 1.616 
 ACT -.090
a
 -0.868   0.388 -0.103 1.067 
 EO  .040
a
  0.287   0.775  0.034 1.900 
 IE  .158
a
  1.463   0.148  0.172 1.187 
 PNG  .158
a
  1.210   0.230  0.143 1.717 
 NA  .138
a
  1.224   0.225  0.145 1.279 
a
 Predictors in the Model: (Constant), EIM, EEL 
b
 Statistics are based only on cases for which Experience Level = 5 to 10 yr 
Key: RP = Recognize Patterns, ACT = Apply Consequential Thinking, EO = Exercise Optimism, IE 
= Increase Empathy, PNG = Pursue Noble Goals, NA = Navigate Emotions, EIM = Engage Intrinsic 
Motivation, EEL = Enhance Emotional Literacy 
 
 
Table C-5.23.  Model Summary, Multiple Regression, Relationships on EI Competencies c 
     Change Statistics 
Model 
Experience  















 0.198 0.187 8.346 0.198 17.794 1 72 0.000 
2 .538
b
 0.290 0.270 7.911 0.091   9.142 1 71 0.003 
a Predictors: (Constant), EIM 
b Predictors: (Constant), EIM, EEL 
c Statistics are based only on cases for which Experience Level = 5 to 10 yr 
Key: EIM = Engage Intrinsic Motivation, EEL = Enhance Emotional Literacy 
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Table C-5.25.  Multiple Regression, Relationships on Wellbeing, Variables Removed a, b 
      Collinearity Statistics 
Model  B t Sig. Partial Correlation VIF 
3 RP  .031
a
  0.244 0.808  1.594 
 ACT -.188
 a
 -1.801 0.076 -0.212 1.111 
 EIM  .076
 a
  0.600 0.550  0.072 1.561 
 EO  .035
 a
  0.283 0.778  0.034 1.489 
 NA  .095
 a
  0.813 0.419  0.097 1.347 
a
 Predictors in the Model: (Constant), EEL, IE, PNG 
b
 Statistics are based only on cases for which Experience Level = 5 to 10 yr 
Key: EEL = Enhance Emotional Literacy, IE = Increase Empathy, PNG = Pursue Noble Goals, RP = 
Recognize Patterns, ACT = Apply Consequential Thinking, EIM = Engage Intrinsic Motivation, EO 
= Exercise Optimism, NA = Navigate Emotions 
 
 
Table C-5.26.  Model Summary, Multiple Regression, Wellbeing on EI Competencies c, d 
     Change Statistics 
Model 
Experience  















 0.169 0.158 10.734 0.169 14.689 1 72 0.000 
2 .494
b
 0.244 0.223 10.312 0.075 7.018 1 71 0.010 
3 .538
c
 0.290 0.259 10.068 0.046 4.484 1 70 0.038 
a Predictors: (Constant), EEL 
b Predictors: (Constant), EEL, IE 
c Predictors: (Constant), EEL, IE, PNG 
d Statistics are based only on cases for which Experience Level = 5 to 10 yr 






Coefficients   
Model   B 
Std. 
Error β t Sig. 
2 (Constant) 44.572 11.544    3.861 0.000 
     EIM   0.339   0.087 0.397 3.92 0.000 
     EEL   0.242 0.080 0.306   3.024 0.003 
a
 Dependent Variable: REL    
b
 Selecting only cases for which Experience Level = 5 to 10 yr 
Key: EIM = Engage Intrinsic Motivation, EEL = Enhance Emotional Literacy 
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Coefficients   
Model   B Std. Error β t Sig. 
3 (Constant) 25.93 13.685  1.895 0.062 
     EEL   0.235   0.113 0.235 2.077 0.041 
     IE   0.230   0.095 0.261 2.433 0.018 
     PNG   0.228   0.108 0.234 2.118 0.038 
a
 Selecting only cases for which Experience Level = 5 to 10 yr 
Key: EEL = Enhance Emotional Literacy, IE = Increase Empathy, PNG = Pursue Noble Goals 
 
 
Table C-5.28.  Multiple Regression, Relationships on EI Quality of Life, Variables Removed a, b 
      Collinearity Statistics 
Model  B t Sig. Partial Correlation VIF 
3 RP  .094a  0.807   0.422  0.097   1.616 
 ACT  .068a  0.713   0.478  0.085   1.070 
 EO -.096a -0.738   0.463 -0.088   1.989 
 IE  .123a  1.233   0.222  0.147   1.188 
 NA  .088a  0.829   0.410  0.099   1.319 
a
 Predictors in the Model: (Constant), PNG, EEL, EIM 
b
 Statistics are based only on cases for which Experience Level = 5 to 10 yr 
Key: PNG = Pursue Noble Goals, EEL = Enhance Emotional Literacy, EIM = Engage Intrinsic 
Motivation, RP = Recognize Patterns, ACT = Apply Consequential Thinking, EO = Exercise 
Optimism, IE = Increase Empathy, NA = Navigate Emotions  
 
 
Table C-5.29.  Model Summary, Multiple Regression, Quality of Life on EI Competencies c, d 
     Change Statistics 
Model 
Experience  















 0.284 0.274 8.61 0.284 28.506 1 72 0.000 
2 .601
b
 0.361 0.343   8.189 0.077   8.603 1 71 0.005 
3 .642
c
 0.412 0.386   7.914 0.051   6.015 1 70 0.017 
a Predictors: (Constant), PNG 
b Predictors: (Constant), PNG, EEL 
c Predictors: (Constant), PNG, EEL, EIM 
d Statistics are based only on cases for which Experience Level = 5 to 10 yr 
Key: PNG = Pursue Noble Goals, EEL = Enhance Emotional Literacy, EIM = Engage Intrinsic Motivation 
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Table C-5.30.  Multiple Regression, Coefficients for Quality of Life on EI Competencies a 
Model  B Std. Error β t Sig. 
3 (Constant) 26.286 11.591  2.268 0.026 
     PNG   0.210   0.101 0.250 2.077 0.041 
     EEL   0.279   0.086 0.324 3.236 0.002 
     EIM   0.256   0.104 0.275 2.453 0.017 
a
 Selecting only cases for which Experience Level = 5 to 10 yr 




Table C-5.31.  Multiple Regression, Overall Performance, Variables Removed a, b  
      Collinearity Statistics 
Model  B t Sig. Partial Correlation VIF 
3 EEL .124
a
 1.673 0.096 0.130 1.423 
 RP .085
a
 1.249 0.213 0.098 1.182 
 ACT .125
a
 1.987 0.049 0.154 1.027 
 EO .160
a
 1.920 0.057 0.149 1.814 
 IE .127
a
 1.963 0.051 0.152 1.094 
a
 Predictors in the Model: (Constant), EIM, NA, PNG  
b
 Statistics are based only on cases for which Experience Level = > 10 yr 
Key: EEL = Enhance Emotional Literacy, RP =Recognize Patterns, ACT = Apply 
Consequential Thinking, EO = Exercise Optimism, IE = Increase Empathy, EIM = Engage 
Intrinsic Motivation, NA = Navigate Emotions, PNG = Pursue Noble Goals 
 
 
Table C-5.32.  Model Summary, Multiple Regression, Overall Performance on EI Competencies d   
     Change Statistics 
Model 
Experience  













 0.237 0.232 6.932 0.237 51.191 1 165 0.000 
2 .565
b
 0.319 0.310 6.569 0.082 19.737 1 164 0.000 
3 .604
c
 0.365 0.353 6.361 0.046 11.916 1 163 0.001 
a Predictors: (Constant), EIM 
b Predictors: (Constant), EIM, NA 
c Predictors: (Constant), EIM, NA, PNG 
d Statistics are based only on cases for which Experience Level = > 10 yr 









Coefficients   
Model  B Std. Error β t Sig. 
3 (Constant) 51.388 5.751  8.936 0.000 
     EIM   0.181 0.059 0.237 3.074 0.002 
     NA   0.151 0.038 0.275 3.976 0.000 
     PNG   0.177 0.051 0.259 3.452 0.001 
a
 Selecting only cases for which Experience Level = > 10 yr 
Key: EIM = Engage Intrinsic Motivation, NA = Navigate Emotions, PNG = Pursue Noble Goals, RP = 
Recognize Patterns, ACT = Apply Consequential Thinking 
 
 
Table C-5.34.  Multiple Regression, Effectiveness, Variables Removed a, b  
      Collinearity Statistics 
Model   B t Sig. Partial Correlation VIF 
2 EEL  .065
a
   0.863 0.389 0.067 1.456 
 RP  .114
a
   1.644 0.102 0.128 1.240 
 ACT  .097
a
   1.539 0.126 0.120 1.018 
 EIM -.026
a
 -0.292 0.771 -0.023 1.950 
 IE  .127
a
   1.975 0.050 0.153 1.075 
 NA  .133
a
   1.880 0.062 0.146 1.303 
a
 Predictors in the Model: (Constant), EO, PNG 
b
 Statistics are based only on cases for which Experience Level = > 10 yr 
Key: EEL = Enhance Emotional Literacy, RP =Recognize Patterns, ACT = Apply Consequential 
Thinking, EIM = Engage Intrinsic Motivation, IE = Increase Empathy NA = Navigate Emotions, EFF = 
Effectiveness, EO = Exercise Optimism, PNG = Pursue Noble Goals 
 
 
Table C-5.35.  Model Summary, Multiple Regression, Effectiveness on EI Competencies c  
     Change Statistics 
Model 
Experience  













 0.292 0.288 6.450 0.292 68.113 1 165 0.000 
2 .599
b
 0.359 0.351 6.159 0.066 16.977 1 164 0.000 
a Predictors: (Constant), EO 
b Predictors: (Constant), EO, PNG 
c Unless noted otherwise, statistics are based only on cases for which Experience Level = > 10 yr 









Coefficients   
Model  B Std. Error β t Sig. 
2 (Constant) 51.765 6.366    8.131 0.000 
     EO   0.360 0.059 0.421   6.106 0.000 
     PNG   0.188 0.046 0.284 4.12 0.000 
a
 Selecting only cases for which Experience Level = > 10 yr  
Key: EO = Exercise Optimism, PNG = Pursue Noble Goals  
 
 
Table C-5.37.  Multiple Regression, Relationships, Variables Removed a, b  
      Collinearity Statistics 
Model  B t Sig. Partial Correlation VIF 
2 EEL .086
a
 1.039 0.300 0.081 1.406 
 RP .066
a
 0.867 0.387 0.068 1.180 
 ACT .075
a
 1.069 0.287 0.083 1.027 
 EIM .090
a
 1.107 0.270 0.086 1.524 
 EO .111
a
 1.349 0.179 0.105 1.401 
 IE .046
a
 0.633 0.528 0.049 1.088 
a
 Predictors in the Model: (Constant), NA, PNG 
b
 Statistics are based only on cases for which Experience Level = > 10 yr 
Key: EEL = Enhance Emotional Literacy, RP =Recognize Patterns, ACT = Apply Consequential 
Thinking, EIM = Engage Intrinsic Motivation, EO = Exercise Optimism, IE = Increase Empathy, 
REL = Relationships, NA = Navigate Emotions, PNG = Pursue Noble Goals  
 
 
Table C-5.38.  Model Summary, Multiple Regression, Relationships on EI Competencies c  
     Change Statistics 
Model 
Experience  













 0.175 0.170 8.778 0.175 35.002 1 165 0.000 
2 .456
b
 0.208 0.198 8.628 0.033 6.794 1 164 0.010 
a Predictors: (Constant), NA 
b Predictors: (Constant), NA, PNG 
c Unless noted otherwise, statistics are based only on cases for which Experience Level = > 10 yr 









Coefficients   
Model  B Std. Error β t Sig. 
2 (Constant) 64.433 6.898  9.34 0.000 
     NA   0.236 0.049 0.353   4.775 0.000 
     PNG   0.161 0.062 0.193   2.606 0.010 
a
 Selecting only cases for which Experience Level = > 10 yr  
Key: NA = Navigate Emotions, PNG = Pursue Noble Goals  
 
 
Table C-5.40.  Multiple Regression, Wellbeing, Variables Removed a, b 
      Collinearity Statistics 
Model  B t Sig. Partial Correlation VIF 
2 EEL .086
a
 1.058 0.292 0.083   1.351 
 RP .038
a
 0.508 0.612 0.040   1.136 
 EO .067
a
 0.748 0.455 0.058   1.659 
 IE .104
a
 1.434 0.153 0.112   1.072 
 PNG .074
a
 0.887 0.376 0.069   1.427 
 NA .090
a
 1.180 0.240 0.092 1.20 
a
 Predictors in the Model: (Constant), EIM, ACT 
b
 Selecting only cases for which Experience Level = > 10 yr 
Key: EEL = Enhance Emotional Literacy, RP =Recognize Patterns, EO = Exercise Optimism, IE = 
Increase Empathy, PNG = Pursue Noble Goals, NA = Navigate Emotions, EIM = Engage Intrinsic 
Motivation, ACT = Apply Consequential Thinking 
 
 
Table C-5.40.  Model Summary, Multiple Regression, Wellbeing on EI Competencies c   
     Change Statistics 
Model 
Experience  













 0.160 0.155 11.055 0.160 31.339 1 165 0.000 
2 .445
b
 0.198 0.188 10.834 0.038   7.817 1 164 0.006 
a Predictors: (Constant), EIM 
b Predictors: (Constant), EIM, ACT 
c Unless noted otherwise, statistics are based only on cases for which Experience Level = > 10 yr 
Key: EIM = Engage Intrinsic Motivation, ACT = Apply Consequential Thinking  
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Coefficients   
Model  B Std. Error β t Sig. 
2 (Constant) 32.420 10.635  3.048 0.003 
 EIM   0.449   0.081 0.387 5.526 0.000 
 ACT   0.174   0.062 0.196 2.796 0.006 
a
 Selecting only cases for which Experience Level = > 10 yr  
Key: EIM = Engage Intrinsic Motivation, ACT = Apply Consequential Thinking 
 
 
Table C-5.42.  Multiple Regression, Quality of Life, Variables Removed a, b 
      Collinearity Statistics 
Model   B t Sig. Partial Correlation VIF 
3 EEL  .066a  0.867 0.387  0.068 1.423 
 RP -.021a -0.303 0.762 -0.024 1.182 
 ACT  .064a  0.993 0.322  0.078 1.027 
 EO  .058a  0.675 0.501  0.053 1.814 
 IE  .059a  0.885 0.377  0.069 1.094 
a
 Predictors in the Model: (Constant), PNG, NA, EIM 
b
 Selecting only cases for which Experience Level = > 10 yr 
Key:  EEL = Enhance Emotional Literacy, RP =Recognize Patterns, ACT = Apply Consequential 
Thinking, EO = Exercise Optimism, IE = Increase Empathy, PNG = Pursue Noble Goals, NA = 
Navigate Emotions, EIM = Engage Intrinsic Motivation  
 
 
Table C-5-43.  Model Summary, Multiple Regression, Quality of Life on EI Competencies c, d 
     Change Statistics 
Model 
Experience  













 0.242 0.238 10.015 0.242 52.724 1 165 0.000 
2 .569
b
 0.324 0.316   9.486 0.082 19.913 1 164 0.000 
3 .584
c
 0.341 0.329   9.395 0.017   4.176 1 163 0.043 
a Predictors: (Constant), PNG 
b Predictors: (Constant), PNG, NA 
c Predictors: (Constant), PNG, NA, EIM 
d Unless noted otherwise, statistics are based only on cases for which Experience Level = > 10 yr 
Key: PNG = Pursue Noble Goals; NA = Navigate Emotions, EIM = Engage Intrinsic Motivation  
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Coefficients   
Model  B Std. Error β t Sig. 
3 (Constant) 30.281 8.495  3.565 0.000 
 PNG   0.314 0.076 0.316 4.132 0.000 
 NA   0.211 0.056 0.265 3.765 0.000 
 EIM   0.178 0.087 0.160 2.043 0.043 
a 
Selecting only cases for which Experience Level = > 10 yr 
Key: PNG = Pursue Noble Goals, NA = Navigate Emotions, EIM = Engage Intrinsic Motivation 
 
 
Table C-5.45.  Summary of Multiple Regression Models: Success Factors on EI Competencies  
by Supervisory Experience 
 < 2 Years 2-5 Years > 5-10 Years > 10 Years 
 IVs R2 IVs R2  IVs R2  IVs R2 
Overall Performance EIM 52.9 PNG 46.4 PNG 48.1 EIM 36.5 
   IE  IE  NA  
   EIM  EEL  PNG  
         
Effectiveness EIM 44.1 EIM 39.1 EO 39.7 EO 35.9 
   IE  EEL  PNG  
   NA      
         
Relationships EIM 35.2 PNG 21.7 EEL 29.0 EIM 20.8 
     IE  ACT  
     PNG    
         
Wellbeing EIM 35.2 IE 31.2 EEL 29.0 EIM 19.8 
   PNG  IE  ACT  
     PNG    
         
Quality of Life EIM 49.0 PNG 29.4 PNG 41.2 PNG 34.1 
   NA  EEL  NA  
     IEM  EIM  
Key:  EIM = Engage Intrinsic Motivation, IE = Increase Empathy, NA = Navigate Emotions, EEL =  
Enhance Emotional Literacy, PNG = Pursue Noble Goals, ACT = Apply Consequential Thinking, 
EO = Exercise Optimism 
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C-6.  Effect of Moderators among Participants with less than  
Two Years of Supervisory Experience 
 
Table C-6.1 – C-6.9 
 
 
Table C-6.1.  Model Summary of Multiple Regression Coefficients with Supervisory  
Employment Position as Moderating Variable c 
Model R R Square 
Adjusted  
R Square 









 .532 .526 6.451 .532 86.453 1 76 .000 
2 .732
b
 .536 .524 6.465 .004   .679 1 75 .413 
a
 Predictors: (Constant) EIM 
b
 Predictors: (Constant), EIM, Manager × EIM 
c 
Dependent Variable: OP 
 
 
Table C-6.2.  Multiple Regression Coefficients with Supervisory Employment Position as  






t Sig. B Std. Error β 
1 
   (Constant) 100.879   .731  138.088 .000 
       EIM     6.812   .733 .730     9.298 .000 
2 
   (Constant) 100.882   .732  137.798 .000 
       EIM     6.526   .812 .699     8.037 .000 
Manager × EIM     1.566 1.900 .072      .824 .413 
a
 Dependent Variable: OP 
 
 














Change df1 df2 
Sig. F 
Change 
1 .727a .529 .523 6.413 .529 87.539 1 78 .000 
2 .728b .529 .517 6.452 .000 .078 1 77 .780 
a
 Dependent Variable: OP 
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B Std. Error β t Sig. 
1 (Constant) 100.875   .717  140.684 .000 
EIM     6.751   .722 .727     9.356 .000 
2 (Constant) 100.860   .723  139.421 .000 
EIM     6.515 1.113 .702     5.851 .000 
Male × EIM       .412 1.472 .034       .280 .780 
a
 Dependent Variable: OP 
Key: EIM = Engage Intrinsic Motivation, OP = Overall Performance 
 
 












Change df1 df2 Sig. F Change 
1 .730
a
 .532 .526 6.451 .532 86.453 1 76 .000 
2 .735
b
 .540 .528 6.438 .008   1.305 1 75 .257 
a
 Predictors: (Constant), EIM 
b
 Predictors: (Constant), EIM), Brand A × EIM 
c
 Dependent Variable: OP 
 
 
Table C-6.6.  Multiple Regression Coefficients with Brand as Moderating Variable a 
Model 
Unstandardized Coefficients Standardized Coefficients 
t Sig. B Std. Error β 
1 
(Constant) 100.879   .731  138.088 .000 
EIM     6.812   .733  .730     9.298 .000 
2 
(Constant) 100.698   .746  134.966 .000 
EIM     8.244 1.451  .883     5.680 .000 
Brand A ×_EIM    -1.944 1.702 -.178    -1.142 .257 
a





















 .529 .523 6.413 .529 87.539 1 78 .000 
2 .731
b
 .534 .522 6.420 .005 .830 1 77 .365 
a
 Predictors: (Constant), EIM 
b
 Predictors: (Constant), EIM, City × EIM 
c
 Dependent Variable: OP 
Key: EIM = Engage Intrinsic Motivation, OP = Overall Performance 
 
 
Table C-6.8.  Coefficients, Multiple Regression, Location as Moderating Variable a 
Model 
Unstandardized Coefficients Standardized Coefficients 
t Sig. B Std. Error β 
1 
(Constant) 100.875 .717  140.684 .000 
EIM     6.751 .722  .727     9.356 .000 
2 
(Constant) 100.960 .724  139.472 .000 
EIM     8.240 1.787  .888     4.610 .000 
City ×_EIM    -1.785 1.959 -.175    -.911 .365 
a
 Dependent Variable: OP 
 
 
Table C-6.9.  Coefficients, Multiple Regression, Demographics in Additive Model a 
Model  Unstandardized Coefficients Standardized Coefficients   
  B Std. Error β t Sig. 
1 (Constant) 46.617 5.94  7.848 0.000 
 EIM   0.491 0.057 0.714 8.619 0.000 
 Managers   1.675 2.137 0.065 0.784 0.436 
 Male   1.004 1.528 0.053 0.657 0.513 
 GroupB   0.063 1.822 0.003 0.035 0.972 
 City   3.368 2.600 0.115 1.295 0.199 
a
 Dependent Variable: OP 
